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Introduction 
Threats and Possibilities Facing Nordic Working Life 
The “Nordic model” and Nordic working life is often seen as uniform 
and grounded in very similar social democratic welfare state models. 
During the past decades the Nordic states, management and work 
organisations have encountered challenges and undergone changes. 
The Nordic working life research community has a common interest 
to meet and discuss Nordic working life. In 2012 the Nordic Working 
Life Conference was reinstalled after a break of some 10 years. This 
year the NWLC is a joint venture with the Swedish Association for 
Working Life Research (Forum för arbetslivsforskning FALF) and its 
yearly conference.  
The organising committee is convinced that the NWLC2014 will 
be a playground for new research ideas, future research projects and 
that small papers discussed in the 26 streams will develop to full jour-
nal articles. Conference delegates who present papers at the joint 
NWLC2014 and FALF-conference are invited to partake in a special 
issue in the Swedish scientific journal “Arbetsmarknad & Arbetsliv”. 
Dead-line for article manuscripts for this issue is 15 August 2014 and 
are to be sent to a&a@kau.se. There is also a close connection to the 
Nordic Journal of Working Life Studies NJWLS. Half of the members 
in our scientific committee are also members of the editorial board of 
NJWLS. 
We are convinced that this conference offers a grand possibility 
for mutual inspiration and cooperation among Nordic researchers. By 
arranging the conference NWLC2014 we wish to create a forum for 
fellow researchers to discuss Threats and Possibilities Facing Nordic 
Working Life. 
 
Welcome to the 7th Nordic Working Life Conference, Göteborg, 
Sweden, June 11-13 2014! 
 
Tommy Isidorsson, Kristina Håkansson, Margareta Oudhuis & Bernt 
Schiller  
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Organisation 
Organising committee 
Tommy Isidorsson (President), Associate Professor, University of 
Gothenburg 
Kristina Håkansson, Professor, University of Gothenburg 
Margareta Oudhuis, Professor, University of Borås 
Bernt Schiller, Professor, University of Gothenburg 
Anders Östebo, Information officer, Department of Sociology and 
Work Science, University of Gothenburg 
 
Contact e-mail: organising.committee@nwlc2014.com  
Scientific committee 
Annette Kamp, Associate Professor, Roskilde University, Denmark 
Antti Saloniemi, Professor, University of Tampere, Finland 
Bernt Schiller, Professor, University of Gothenburg, Sweden 
Guðbjörg Linda Rafnsdóttir, Professor, University of Iceland 
Jan Ch Karlsson, Professor, Karlstad University, Sweden 
Kristina Håkansson, Professor, University of Gothenburg, Sweden 
Margareta Oudhuis, Professor, University of Borås, Sweden 
Robert Salomon, Senior Researcher, Work Research Institute, Nor-
way 
Tommy Isidorsson, Associate Professor, University of Gothenburg, 
Sweden 
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Programme at a glance  
Wednesday 11 June   
10.00–12.00 Registration,  
(Book stands and Posters) 
11.00–13.00 Lunch 
13.00–13.30 Welcome and opening of NWLC & FALF 2014 con-
ference. Malmstenssalen Handels (30 min) 
13.30–14.15 Key-note speaker Donald Storrie “New evidence on 
the changing structure of employment in Europe”. 
Malmstenssalen Handels (45 min) 
14.15–14.45 Coffee/tea and Poster session 
14.45–16.45 Session 1 (120 min).  
Streams 1, 4, 5, 6, 8, 9, 14, 17, 19, 20, 21, 24                                                          
17.00–18.00 Time open for national organisation meetings, FALF 
annual meeting in room K013, Norwegian meeting 
K001, Danish meeting K002, Finnish meeting “Hu-
saren”, Icelandic meeting D143 
  
19.00– Reception dinner Campus Haga, Welcome speech by 
Lena Malm, Lord Mayor of Gothenburg 
Thursday 12 June 
08.30–09.15 Key-note speaker Guy Standing “Building a Precariat 
Charter: From Denizens to Citizens”. Malmstenssalen 
Handels (45 min) 
09.15–09.45 Coffee/tea and Poster presentations  
09.45–10.45 Session 2 (60 min). Streams 1, 2, 5, 6, 8, 9, 14, 17, 19, 
20, 21, 22, 23 
10.45–11.00
  
Break 
11.00–12.30 Session 3 (90 min). Streams 1, 4, 5, 6, 8, 10, 12, 16, 
17, 20, 22, 23 
12.30–13.30 Lunch  
 9 
 
 
Thursday 12 June, continue 
13.30–14.45 Key-note speakers Mari Kira “Sustainable work. The 
importance of good and bad work experiences” & 
Peter Hasle “Development of sustainable systems in 
the healthcare sector”. Malmstenssalen Handels (75 
min/2) 
14.45–15.15 Coffee/tea and Poster presentations 
15.15–16.45 Session 4 (90 min). Streams 3, 4, 5, 6, 7, 10, 12, 15, 
18, 20, 22, 25, 26 
17.00–18.00 NWLC2016/Nordic working life organisation meeting 
K013. NJWLS-meeting? Maktmöte-ett samtal om makt 
och inflytande i arbetslivet; Tankesmedjan Arena Idé 
D143 
  
19.00– Banquet at Kajskjul 8,  Music by house band ”Institu-
tion” 
Friday 13 June 
08.30–10.00 Session 5 (90 min). Streams 3, 4, 5, 6, 7, 10, 13, 15, 
20, 22, 26 
10.00–10.30 Coffee/tea and Poster session 
10.30–11.45 Key-note speakers Line Eldring “Central- and Eastern 
European migrants in the Nordic labour markets” & 
Ann Bergman “Back to the future: why work life re-
searchers need to talk about futures” Malmstenssalen 
Handels (75 min/2) 
11.45–12.30 Threats and Possibility, panel discussion Ann Bergman, 
Line Eldring, Mari Kira & Peter Hasle. Chair, Bernt 
Schiller (45 min) 
12.30–13.00 Finalizing of NWLC 2014 and hand-over to NWLC 
2016 
13.00–14.00 Lunch & Farewell                                                                            
Sessions at Campus Haga, Key-notes at Handels (Business school) 
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Sponsors 
 
 
 
 
 
 
 
 
 
 
 
 
 
Work and Employment 
Research Centre (WE),  
University of Gothenburg 
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Key note speakers  
Donald Storrie, Keynote Wednesday 11 June, 13.30–14.15 
New evidence on the changing structure of employment in Europe. 
Polarization upgrading, or both? 
The individual perspective mainly concerned the impact of job loss on 
the subsequent health and labour market outcome of employees. 
These studies, based on Swedish data, were published in medical and 
economic journals. They also included some analysis of the appropri-
ate policy responses. The paper presented at this conference takes a 
broader view of structural change. It is exclusively based on Euro-
found research which empirically examines whether European labour 
markets exhibit tendencies towards a polarisation of work in terms of 
wages, skills and working conditions or whether these trends can be 
better described as upgrading. The presentation will also discuss the 
extent to which various phenomena such as task or skill biased tech-
nological change, women’s entry into the labour market and various 
institutional developments may account for the most salient changes 
in the structure of employment in the last two decades. The method-
ology and data used by the Eurofound  “Jobs Project” is outlined in 
Enrique Fernandez-Macias, John Hurley and Donald Storrie (eds.) 
Transformation of the Employment Structure in the EU and USA, 
1995-2007. Palgrave Macmillan 2012. 
 
Donald Storrie is Head of the Employment and Change unit at the 
European Foundation for the Improvement of Living and Working 
Conditions (Eurofound) – an EU Agency based in Dublin.  He has 
researched restructuring from both an individual and broader econom-
ic and social perspective. 
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Guy Standing, Keynote Thursday 12 June 08.30–09.15 
Building a Precariat Charter: From Denizens to Citizens 
The precariat consists of a growing class of people with insecure la-
bour relations, without occupational identity, forced to do a growing 
amount of work-for-labour, relying on volatile money wages, without 
rights-based benefits and losing all forms of rights. 
This presentation will outline a countervailing strategy that would 
focus on building occupational citizenship and a new system of distri-
bution. 
 
Guy Standing is Professor of Development Studies at the School of 
Oriental and African Studies (SOAS), University of London and co-
founder of the Basic Income Earth Network (BIEN). He was formerly 
director of the Socio-Economic Security Programme of the Interna-
tional Labour Organization. He has published widely on labour mar-
ket and social protection issues in both industrialized and developing 
countries. His recent books include A Precariat Charter: From Deni-
zens to Citizens (2014), The Precariat: The New Dangerous Class 
(2011) and Work after Globalization: Building Occupational Citizen-
ship (2009). The 2011 book has been translated into Swedish as Pre-
kariatet: Den nya farliga klassen (2013). 
Mari Kira Keynote Thursday 12 June 13.00–13.35 
Sustainable work. The importance of good and bad work experiences 
In her keynote “Sustainable work: The importance of good and bad 
work experiences”, Mari discusses how, not only positively experi-
enced work situations, but also adversities at work crucially contrib-
ute to the development of employees’ personal and professional re-
sources. Sustainable work that fosters the development of these re-
sources can, and does, emerge in the midst of economic difficulties, 
challenging organizational transformations, and complicated social 
encounters. With her key note, Mari hopes to inspire further research 
on both individual and organizational approaches to creating sustain-
able work in today’s challenging working life. 
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Mari Kira is a docent of Organizational Behaviour at the Aalto Uni-
versity School of Science, Finland, and she teaches Positive Organiza-
tional Scholarship and identity theory at the Justus-Liebig-University 
Giessen, Germany. In 2003, Mari defended her PhD thesis on sustain-
able work at the Royal Institute of Technology, Sweden. She has also 
worked as an EC/Marie Curie Fellow at the University of Kassel in 
Germany and, as an Academy Research Fellow, at Aalto University 
School of Science. Her research focuses on sustainable work, i.e., on 
work that promotes the well-being and development of employees’ 
personal and professional resources. Her work has been published in 
e.g. Human Resource Management Review, Journal of Organizational 
Change Management, Journal of Change Management, and Vocations 
and Learning. She is a co-editor of ‘Creating Sustainable Work Sys-
tems: Developing Social Sustainability’ (2009, Routledge). 
Peter Hasle, Keynote Thursday 12 June 13.40–14.15 
Development of sustainable systems in the healthcare sector. A sector 
challenged by growing needs from patients, stressed employees and 
limited economic resources 
The Nordic countries have so far been able to develop and maintain 
an extensive welfare system where key welfare facilities such as 
healthcare are provided as a right to all citizens. However, the welfare 
systems are challenged by globalisation and the economic crisis. This 
is particularly the case for healthcare which is facing economic con-
straints at the same time as the population is ageing, expectations 
from citizens are growing, new costly medical treatments are market-
ed, and the employees experience serious work related strain. The 
Nordic labour markets have a tradition for collaboration between em-
ployers and employees among others in applying socio-technical sys-
tems where technology and organisation are integrated in such a way 
that both productivity and well-being of employees benefit. The is a  
need to find ways to develop new sustainable systems in healthcare 
which build on the strength of the Nordic societies at the same time as 
they meet the contemporary challenges. 
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Peter Hasle is a professor at the Centre for Industrial Production, De-
partment of Business and Management, Aalborg University. His for-
mer positions include a professorship at the National Research Centre 
for the Working Environment and positions at the Technical Universi-
ty of Denmark, at CASA (independent research centre), the Interna-
tional Labour Organization and the occupational health service. Peter 
Hasle has extensive publications in international journals, books and 
book chapters. He has also been a keynote speaker at several interna-
tional conferences. Peter Hasle’s research interests lie in integration 
of the working environment in management and operation, organisa-
tional social capital, organisation of working environment pro-
grammes, and small enterprises. In the last years, he has taken a spe-
cial interest in the organisation and management of hospitals and 
healthcare among others in combining lean thinking, relational coor-
dination and organisational social capital. 
Line Eldring, Keynote Friday 13 June 10.15–10.50 
Europe on the move. Central- and Eastern European migrants in the 
Nordic labour markets 
In the wake of the EU enlargements in 2004 and 2007, the Nordic 
countries have attracted considerable numbers of labour migrants 
from the new EU member states in Central and Eastern Europe. In her 
presentation she will give a brief overview of the volume and compo-
sition of the migration flows and the migrants’ working and living 
conditions in the Nordic destination countries. Furthermore, she will 
discuss how the Nordic systems of labour market regulation and col-
lective bargaining affect and shape the situation of labour migrants – 
and take a critical look at the sustainability of the “Nordic model” in a 
Europe on the move. 
 
Line Eldring is a sociologist and senior researcher at Fafo Institute for 
Labour and Social Research in Oslo. She has throughout the years 
been doing research on labour migration, industrial relations and 
working life both nationally and internationally. She has been central 
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in developing Fafo’s research on European mobility of labour and 
services in the wake of EU enlargement, and is responsible for the 
coordination of this research area at Fafo. Eldring has over the last 
years participated in a number of projects on labour mobility to the 
Nordic countries, the European labour market and regulatory mecha-
nisms, both as project leader and researcher, and has published widely 
on these issues. The projects have involved close cooperation with 
institutions, social partners and researchers both on national and in-
ternational level. 
Ann Bergman, Keynote Friday 13 June 10.55–11.30 
Back to the future: why work life researchers need to talk about fu-
tures 
Questions about what kind of society and working life that is possible, 
probable or preferable in the future are too important to neglect. In my 
presentation I will therefore try to argue for the need of taking the 
future, or rather futures, into consideration in working life research. I 
will not promote the idea that work life researcher should be engaged 
solely in making predictions, forecasts or prognoses about future 
working life. Instead I would like promote the idea that we need to be 
more involved in discussions about the future and thereby also be an 
active part in forming it. Otherwise there is a risk that our work life 
might continue to be strongly influenced by economic and political 
interest that doesn’t hesitate to articulate statements about the future 
as if they were true. 
 
Ann Bergman is an Associate professor in work life science at Karls-
tad university Business school. Ann entered the academia rather late 
in life and has, probably because of her work life experiences, since 
then always been interested in work, life and society. Her research has 
covered four main fields: gender segregation in working life and 
women’s and men’s working conditions; the relation between work 
and family; organization and management  and finally work and fu-
tures studies. She holds the chair of FALF (Swedish Association for 
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Working Life Research) and is editor of the journal of Arbetsmarknad 
& Arbetsliv (Labour market & Work life). 
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Session 1 11/6 14.45-16.45 (120 minutes) 
Streams No. 1, 4, 5, 6, 8, 9, 14, 17, 19, 20, 21, 24) 
Streams, Rooms, Authors & title.  
Paper download at http://nwlc2014.com/sessions-download-paper/  
  
Stream 1. Historical Perspectives on Changing Industrial Relations 
in Nordic Countries( Room D137) 
Andersen et al: The complexities of stability – how and why Nordic..  
Haggren: Interest, knowledge and social loyalty. Nursing research… 
Bengtsson: Wage restraint in Scandinavia: During the postwar … 
Karlsson et al; The worker collectivity and Anglo-Saxon theories … 
 
Stream 4. Nordic Labour Market Organisations and European inte-
gration (Room K013) 
Hervéus: The concept of circular migration – towards a common EU 
Frödin: The Primacy of Contingency: Policy Preferences and the … 
Wallinder: Perceived employability for non-native employees: an … 
 
Stream 5 Ageing at work (Room K001) 
Heilmann: Career Extension through Age Management Practices. 
Kadefors et al: Work life length in different occupations. 
Vinje & Ausland: Building salutogenic capacity: A strategy for … 
 
Stream 6. Flexible workforce and its consequences (Room Husaren) 
Saloniemi & Virtanen: Unemployment as an environment … 
Vulkan: How does insecurity among employees relate to support … 
Nätti et al: Temporary work, perceived job insecurity and subsequ… 
Kauhanen et al: Incidence and intensity of employer-funded training 
 
Stream 8. Quality of work in Nordic countries (Room K002) 
Tappura & Syvänen: Challenging management situations in … 
Oinas & Anttila: The Effect of Job Quality on Early Retirement in… 
Hvid & Hagedorn-Rasmussen: Sociotechnical theory of 21st century. 
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Stream 9.  Intersectional perspectives on Nordic Working Life 
(Room 109) 
Granberg: Materialist dialectics in Ilyenkov and Wittig 
Mankki: Estonian cleaners: an intersectional analysis on ethnisiced... 
Sjöstedth Landén: Neoliberal governance in the Swedish public…  
Sjöstedth Landén & Olofsdotter: What should we do instead?  … 
 
Stream 14. Intra and inter-organizational social networks (Room 
D141) 
Pennanen & Mikkola: Constructing the Meaningfulness of Work in 
Seppänen et al: Public service networks, client understanding, and  
Eskelinen: A case study of design company in construction industry.. 
Håkansson & Witmer: Social Media and Trust – A systematic … 
 
Stream 17. Work in the 24/7-economy and family relations (Room 
D138) 
Oinas et al: The coming of 24/7 society? Trends in timing of work… 
Rönkä et al: Being an employee in a 24-hour economy: a mobile … 
Ekonen & Mäkelä: Management in 24 / 7 economy. 
Allard et al: A gender perspective in the relationship between work.. 
 
Stream 19. Teachers’ working life (Room D240) 
Österlind: Construing Teachers’ Quality Work: a Principal View. 
Aili: Quality driven teacher work –reflection on a concept. 
Mykletun & Furunes: Predicting positive and negative work-related.. 
Schøn, & Småland-Goth: Entrepreneurship and the market's future 
needs: Teaching entrepreneurship to future vocational teachers 
 
Stream 20. Professional work in the Nordic welfare states (Room 
D250) 
Larsson: “Professionalism” as an emotional regime in a bureaucratic 
Ernst: Changing work practices and new positional dynamics at the .. 
Meldgaard-Hansen: Welfare technologies meet welfare professions... 
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Stream 21. Labour-management relations and working conditions in 
retail trade, threats and possibilities? (Room D239) 
Alsos & Olberg: Opening hours and working time in the retail sector 
Roosalu: (no paper or abstract delivered 140523) 
Lindström et al: Shifting subject positions of first line managers in… 
Bråten & Nergaard: Part-time work in retail:  welcome flexibility … 
 
Stream 24. Individualisation of policy interventions – myth or reali-
ty? (Room D206) 
Seing: Active Social Policy in Local Workplace Practice. 
Garsten et al: Individualizing Services, Individualizing Responsibil... 
Gillberg & Bengtsson: Third sector activation arrangements for the  
Lapidus: Reviewing the arguments for individual wage setting … 
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Session 2 12/6 09.45–10.45 (60 minutes) 
Streams No. 1, 2, 5, 6, 8, 9, 14, 17, 19, 21, 22, 23 
Streams, Rooms, Authors & title. 
Paper down-load at http://nwlc2014.com/sessions-download-paper/  
 
Stream 1. Historical Perspectives on Changing Industrial Relations 
in Nordic Countries( Room D137) 
Johnsen: Organisational concepts as enhancing rationality in orga… 
Bergholm: Occupational Health and Safety Reforms in Finland dur-
ing 1970s 
 
Stream 2. Nordic Labour Market Organizations and European Inte-
gration ( Room K013) 
Edström: The Laval history; a cold shower for Swedish IR? 
Nielsen: Ordinary workers and industrial relations in a new world … 
 
Stream 5 Ageing at work (Room K001) 
Pekkola & Kalunki: Motives to leave and stay onboard. 
Solem et al: Ageism: a barrier to employment among older adults? 
 
Stream 6. Flexible workforce and its consequences (Room Husaren) 
Berglund & Furåker: Employment Protection Regulation, Trade … 
Olofsdotter & Rasmusson: Gender (in)equality contested: Precarious 
 
Stream 8. Quality of work in Nordic countries (Room K002) 
Nätti et al: Time pressure, working time control and long-term … 
Jarebrant et al: Development of a tool for integrating Value Stream... 
 
Stream 9.  Intersectional perspectives on Nordic Working Life 
(Room D141) 
Sihito : An intersectional approach to reconciling work and childcare 
Mustosmäki & Oinas: Enduring inequalities? – Studying job quality 
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Stream 14. Intra and inter-organizational social networks (Room 
D143) 
Janhonen: Leadership in a project work. 
Grøn & Limborg: Networking among small and medium-sized … 
 
Stream 17. Work in the 24/7-economy and family relations (Room 
D138) 
Tammelin et al: Work schedules and work-family conflict among … 
Björnberg: Work and Care under Pressure. Care arrangements across 
 
Stream 19. Teachers’ working life (Room D240) 
Håpnes & Öyum: Teachers' collective and individual resistance … 
 
Stream 21. Labour-management relations and working conditions in 
retail trade, threats and possibilities? (Room D239) 
Ilsøe & Felbo-Kolding: Is there a Danish model in retail? Labour …  
Skippari et al: The dynamic interaction between internal and … 
 
Stream 22. Nordic management and organization – now and in the 
future (Room D241) 
Nielsen & Nielsen: Human Resource Management (HRM) strategies  
 
Stream 23. Work, individualisation and social identity (Room D206) 
Gillberg: Young Adults: Precarious conditions, individualized … 
Arvidsson & Axelsson: The concept of self-loyalty. 
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Session 3 12/6 11.00–12.30 (90 minutes) 
Streams No.1, 4, 5, 6, 8, 10, 12, 16, 17, 20, 22, 23 
Streams, Rooms, Authors & title.  
Paper down-load at http://nwlc2014.com/sessions-download-paper/  
 
Stream 1. Historical Perspectives on Changing Industrial Relations 
in Nordic Countries( Room D137) 
Refslund: Impacts on the Nordic welfare states and industrial rel… 
Sandberg: Abstract and paper missing 2014-06-09  
Hagen: Company assembly – the forgotten or neglected part of ... 
 
Stream 4. Nordic Labour Market Organisations and European inte-
gration (Room K013) 
Arnholtz: Social dumping as reality and perception – foreign … 
Kall: Estonian Labour Migrants in Finnish Construction Sector and.. 
Thorarins: Polish migrants on the Icelandic labour market 
 
Stream 5. Ageing at work (Room K001) 
Hermansen & Midtsundstad: Retaining Older Workers – Analysis … 
Mykletun et al: Reading skills and work life participation among  
Ljungar: Ageing in Norrby - Experiences of Transition between … 
 
Stream 6. Flexible workforce and its consequences (Room Husaren) 
Bredgaard et al: Flexicurity-modellen og dens forandring belyst … 
Bredgaard et al: Flexicurity and employers: the Missing Link. 
Nielsen: Vulnerability and Resilience at the Edge of the Danish … 
 
Stream 8. Quality of work in Nordic countries (Room K002) 
Byrne: The Demands of Working Life: Recontextualising Old … 
Aho et al: Management practices facilitating both innovation and … 
 
Stream 10.  Equality and sustainable working life (Room D141) 
Heiskanen et al: Equality and sustainable working life: Starting … 
Hallström & Keisu: To expect the expecting - Swedish senior Uni… 
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Stream 12.  Teams once again – Wellbeing in teams and temporality 
of work in teams (Room D240) 
Ajslev: Mediation of agency in teamwork - the construction gang … 
Buch & Andersen: Engineering Team Work. 
Nielsen: Team learning and wellbeing in Danish workplaces. 
 
Stream 16. Whistleblowing in working life (Room D143) 
Fransson & Stüber: Freedom of expression from a trade union … 
Börnfelt et al: Whistleblowing in the light of loyalty and … 
Skivenes & Trygstad: Is the type of misconduct decisive for the … 
 
Stream 17. Work in the 24/7-economy and family relations (Room 
D138) 
Räisänen & Raiden Work-life balance in the knowledge economy … 
Bolin & Jarnkvist: Work and family interference – an intersectional 
 
Stream 20. Professional work in the Nordic welfare states (Room 
D250) 
Meldgaard Hansen et al: Empowering and caring professionals – … 
Wihlman : Employee-driven innovation, EDI, in welfare services … 
Theandersson & Löfström: Boundaries and collaboration – A matter  
 
Stream 22. Nordic management and organization – now and in the 
future (Room D241) 
Keisu et al.: Transformational leadership style and the balance 
Oudhuis & Tengblad: What can working life learn from successful 
Andersson Bäck: (no paper or abstract delivered 140523) 
 
Stream 23. Work, individualisation and social identity (Room D206) 
Rasmussen: Professional workers – unionised and powerless? 
Ikonen: My Bad, My Passion: Self-Employment as an Individual … 
 
 
 24 
Session 4 12/6 15.15–16.45 (90 minutes) 
Streams No.3, 4, 5, 6, 7, 10, 12, 15, 18, 20, 22, 25, 26 
Streams, Rooms, Authors & title.  
Paper down-load at http://nwlc2014.com/sessions-download-paper/   
Stream 3. Radically rethinking work, organisation, labour, labour 
markets and labour policy (Room D137) 
Haapakorpi: Hybridization of occupation – background, process and  
Kasvio: Old and new visions about the future of Nordic working life 
Heen: Money without work, work without money. 
 
Stream 4. Nordic Labour Market Organisations and European inte-
gration (Room K013) 
Genelyte: Policy response to emigration from the Baltics: … 
Kirkeby: Duration of stay in Denmark among Central and Eastern… 
Lund Thomsen: Personal and policy narratives: Reception and … 
 
Stream 5 Ageing at work (Room K001) 
Furunes et al: Individual decision-making regarding retirement from 
Salomon: Age diversity Management in Working Life. 
 
Stream 6. Flexible workforce and its consequences (Room Husaren) 
Håkansson & Lindkvist Scholten: McJobs – Stress related symptoms  
Augustsson: The client company marginally utilizes the knowledge 
Alfonsson: “The Permanent Newcomer” - On-call Employees Work 
 
Stream 7.  Corporate restructuring, downsizing and plant closures 
(Room K002) 
Øyum & Håpnes: “Radical Consent”: Norwegian cases of labour…  
Kervinen & Svalund: Finding the way out of crisis: an analysis of… 
Ylikännö & Kehusmaa: Sudden structural change in the “Nokia-city  
 
Stream 10.  Equality and sustainable working life (Room D141) 
Lindkvist-Scholten & Witmer: What about gender when recruiting… 
Gonäs & Wikman: Patterns of Gender Segregation and Labour … 
Corin & Björk : An external assessment of work tasks and working 
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Stream 12.  Teams once again – Wellbeing in teams and temporality 
of work in teams (Room D240) 
Kamp & Dybbroe: Teams, tests and inter-professional relations … 
Koudal: Teachers in the Danish Vocational Education and Training 
Scheller: Temporality of work in Scrum project management. 
 
Stream 15. Collaborative innovation practices (Room D143) 
Jantunen et al: Dialogue and Sensemaking as Sources for Innovation. 
Naaranoja & Uden: Collaborative Innovation in Health Care … 
Nielsen: Sustainable growth and collaborative assets in Danish … 
 
Stream 18. Working time and virtual work (Room D138) 
Grimsmo & Heen: Work without borders in time and space? … 
Holt & Larsen: Working conditions and strains – a gender … 
Ojala et al.: Work around the clock? Time use data evidence of ... 
 
Stream 20. Professional work in the Nordic welfare states (Room 
D250) 
Amble & Deichman-Sörensen: Professionalism and ‘job-crafting’: ... 
Sasser: Exploring perspectives on the primary task of daycare. … 
Avby et al: Social Workers’ Knowledge Use and Learning: An … 
 
Stream 22. Nordic management and organization – now and in the 
future (Room D241) 
Syvänen & Tappura: Dialogic leadership of creativity: Resource for..  
Sørensen et al: Trust, performance and well-being in Nordic working  
Torvatn et al: Is there a Nordic tradition of management research? 
 
Stream 25. The role of work for the excluding or including of indi-
viduals in society (Room D206) 
Møller: Producing the corporate body: Health and individualization 
Ahmadi: Integration of immigrants into Swedish society - Two … 
 
Stream 26. Methodological challenges for working life and labour 
market studies (Room D239) 
Sumanen: Methods of measuring quantitative productivity. 
Larjovuori et al: Towards integrated and resource oriented … 
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Airila et al: Well-being and work ability among immigrant … 
Haley: Conceptions of social space in research: Migration decisions 
 
Stream 5 Ageing at work (Room K001) 
Büsch et al: Do individual and organizational factors influence the… 
Kadefors: What happened in the Swedish public sector in 2001… 
Sundin & Klinthäll: Företagande bland äldre. 
 
Stream 6. Flexible workforce and its consequences (Room Husaren) 
Ojala et al: Job quality and later work career in part-time and … 
Strauss-Raats: Protected precarity and liberal security: employment.. 
Håkansson &  Isidorsson: Temporary agency worker – precarious … 
 
Stream 7. Corporate restructuring, downsizing and plant closures: A 
Nordic perspective (Room K002) 
Jönsson & Schölin: Process of change - competence development as  
Arman & Bergström: Time to close: unintended consequences of … 
Hansson et al: Plant closures, temporary workers and a management  
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Muhonen: Gender equality in academia – a non-issue? 
Öhman et al.: Gendering health professions and their possibilities … 
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Berglund et al: Proposition for a Method to Engage Employees in… 
Sederblad: What can be used in Lean and in new organisation theory 
 
Stream 15.  Collaborative innovation practices (Room D143) 
Aho & Mäkiaho: Prevalence of collaborative innovation practices in 
Ramstad: Connection between changes in high‐involvement ...  
Sankelo & Piippo: How to promote the participation of staff in … 
 
Stream 20. Professional work in the Nordic welfare states (Room 
D250) 
Björkman: The Theory of Professions revisited. 
Bruhn et al: Professionalization of prison officers in Sweden and … 
Enberg et al.: Factors associated with work dissatisfaction among  
 
Stream 22. Nordic management and organization – now and in the 
future (Room D241) 
Talja et al: “Soft” and “hard” issues of management – is the Nordic... 
Isaksson et al: Health promoting leadership in Germany and Sweden  
Eriksson & Renman: A Review of Swedish Literature on the  
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Peutere & Virtanen: Cognitive interviewing used in the development 
Berthelsen et al: Towards integrated and resource oriented … 
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Stream presentations 
Stream 1. Historical Perspectives on Changing Industrial Rela-
tions in Nordic Countries 
A lot of quality research on the historical development of industrial 
relations has been made in the Nordic countries. New perspectives on 
the past have emerged as the old evolutionary picture of the making of 
the Nordic Model has become more and more problematic. 
Unfortunately a lot of history about labour, trade unions, employer 
organizations, industrial conflict and industrial relations is still very 
national in their research questions and interpretations. Now, it is time 
to discuss and compare our results. This stream encourages approach-
es that include in their analysis Nordic context in the development of 
industrial relations. This could be organisational, ideological, bureau-
cratic, organizational, social, labour market and economic interaction 
between Nordic countries. 
This stream invites papers on a variety of topics. Papers can be 
case studies, synthesizing long perspective analyses, methodological 
discussions as well as discussing hypothetically new research ques-
tions. 
 
Stream leaders: 
Tapio Bergholm tapio.bergholm@sak.fi  
Heidi Haggren heidi.haggren@helsinki.fi  
Stream 2. Nordic Labour Market Organisations and European 
Integration 
Since the beginning of the 1990s, through globalisation, the realities 
of the labour market have changed considerably for both employers 
and employees. To a large extent, changes have occurred through 
participation in the EU (for Norway in the European Economic Area). 
The social protocol of the Maastricht treaty in 1992 introduced what 
some researchers have seen as an embryo of European industrial rela-
tions. The directive on European Works Councils institutionalised 
information and consultation, Later; the European Alliance for Corpo-
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rate Social Responsibility became a voluntary initiative, but without 
regulating force. Perhaps, more importantly, directives on labour mo-
bility, followed by judgements by the EU Court, have changed the 
conditions for both capital and labour through increased external 
competition, which has been perceived as a threat to national collec-
tive agreement systems. This development has made participation in 
the European integration more important for both employers and trade 
unions. Especially, for the Nordic trade unions the influx of migrant 
workers from the new EU member states in Middle and Eastern Eu-
rope gave transnational cooperation and international solidarity a new 
interest. 
 
Stream leader: Bernt Schiller, Bernt.Schiller@socav.gu.se  
Stream 3. Radically rethinking work, organisation, labour, labour 
markets and labour policy 
The current picture of work and labour markets is quite familiar: flex-
ibility, precariousness, increasingly high entry demands, increasing 
polarization between “good” and “bad” jobs, continued employment 
security but worsening working conditions in the public sector, de-
mands to work more intensively, extensively, and to a higher retire-
ment age, etc. On the policy front we see various forms of activation 
schemes for the unemployed, tax reductions with the avowed inten-
tion of getting those in work to work harder and for more hours, and 
an almost religious faith in education and training as the silver-bullet 
cure for all employment woes. Even the critiques of the prevailing 
circumstances and diagnoses are rather similar and familiar. The fact 
that the picture is so familiar and homogeneous is a problem. It means 
that diversity, novelty, and heterogeneity is largely absent from both 
mainstream and marginal realities, as well as our conceptions of alter-
natives. 
The aim of the stream is to attract, novel, radical, visionary, utopic 
and even dystopic (for the radically pessimistic) diagnoses, critiques, 
descriptions, and prescriptions on contemporary working life. The red 
thread for the stream is generating new ideas, understandings and 
approaches rather than focusing on a particular issue or sector or em-
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ploying a particular theoretical perspective. Contributions can be 
based on “envisioning real utopias” (Wright 2010) or distant utopias, 
on grand or small scales, from states to organizations. Contributions 
can focus on identifying and developing on conceivable, nascent, 
marginal alternatives at various levels, such as new tactics or bases to 
organize labour, work, labour markets; alternative value and valuation 
systems or remuneration bases (i.e. who gets paid for what, how much 
and why) or any other working life related issue. If you’ve got a new 
idea, even a good one, we’d like to hear it! 
 
Stream leader: 
Chris Mathieu christopher.mathieu@soc.lu.se  
Stream 4. Changing patterns of labour migration in Nordic work-
ing life 
Ever since the EU enlargement in 2004, European labour markets 
have been affected by an unprecedented levels of migration from 
‘new’ to ‘old’ member states. These new population movements poses 
a series of questions from patterns and processes of migration over 
impact on labour markets, industrial relations and welfare states in 
both sending and receiving countries to questions of ethnic relations 
and processes of social inclusion and exclusion in the labour market 
and work places. While such questions have been heavily debated, it 
is often argued that standard accounts of immigration, integration and 
citizenship based on models of postcolonial, guest-worker and asylum 
migration are unable to grasp the reality of this ‘new’ phenomenon. 
At the same time, the transient and rapidly changing nature of this 
new European migration system poses serious methodological chal-
lenges to empirical research. In this stream we welcome papers that 
explore theoretical, methodological and empirical questions about 
labour migration in Europe today. Although we especially encourage 
papers dealing with labour migration to the Nordic countries, all con-
tributions linking migration and labour markets are welcomed. The 
subject matters of these papers can range from implications for regu-
latory frameworks and labour market changes to studies focusing on 
work place level and challenges for all actors in the labour market. 
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Papers focusing on labour migration from outside the EU are just as 
welcome as papers concerning labour migration within this specific 
framework. 
 
Stream leaders: 
Jens Arnholtz jh@faos.dk  
Line Eldring Line.Eldring@fafo.no  
Stream 5. Ageing at work 
There is in many countries around the world an upcoming demograph-
ic crisis that is often said to be a threat to the welfare systems. The 
European Union has emphasised repeatedly that work participation in 
the older workforce needs to increase, being one of the most im-
portant remedies. Reforms of the pension systems in order to reach 
this goal are under way across the EU, including the Nordic countries. 
To a large extent, these reforms are economy-driven, providing eco-
nomic incentives for older people to continue working more years. 
But experience indicates that a full range of initiatives have to be 
taken in order to make a large part of the older population remain in 
working life; it may not be sufficient to create economic incentives 
for older people to work longer. The decision whether or not to con-
tinue working up to or even beyond official pension age may be influ-
enced by many factors unrelated to the private economy. There is an 
urgent need to understand how these factors, in particular the work 
related ones, come into play. Are older people apt and willing to adapt 
to working life as is, or does working life have to be adapted to the 
characteristics and capacities of older people? What sorts of reform 
are needed in working life? What is the role of politics, and of the 
social partners? What are the experiences of reform at the national 
level and at the enterprise level? It is hoped that contributions to the 
stream “Ageing at work” will address the issue at the individual, or-
ganizational and societal levels. 
 
Stream leader: Roland Kadefors 
roland.kadefors@socav.gu.se  
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Stream 6. Flexible workforce and its consequences 
Employers strongly demand flexibility in working life entailing tem-
porary employments, use of temporary agency workers and other 
forms of contracts like self-employed contractors. Guy Standing 
(2011) has introduced the expression “Precariate” to describe these 
groups. These forms of attachment between workers and firms and 
organisations influences working conditions for both these temporary 
workers and permanent employees in the work-place and entails 
threats and possibilities for both workers and employers in different 
ways. European Commission has introduced the expression “Flexicu-
rity” to combine and encompass both employers need for flexibility 
and employees need for security. 
Previous research show that employees with fixed term contracts 
and agency workers usually face working conditions characterized by 
short planning in advance and lower employment security indicating 
segmentation of the work force. However, this result is not unani-
mous; segmentation could take various forms in different industries 
and different work organizations. Further, segregation is influenced 
by gender, class, ethnicity and age. Different patterns of segmentation 
and its consequences is therefore an important research area. 
 
We welcome papers dealing with for example 
- different kinds of strategies for flexibility and its consequences 
for individuals, organisation and society 
- working conditions and different aspects of security for different 
groups of workers in organisations using flexibility 
- flexicurity models and their outcomes 
- conceptualisation and understanding of different strategies for 
flexibilisation and security. 
 
Stream leaders: 
Kristina Håkansson Kristina.Hakansson@socav.gu.se  
Tommy Isidorsson Tommy.Isidorsson@socav.gu.se  
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Stream 7. Corporate restructuring, downsizing and plant clo-
sures: A Nordic perspective 
Globalization, financial crises, increasing competition, corporate raid-
ing, government deregulation, New Public Management and changes 
in customer preferences have increased pressure on managers to im-
prove the performance of their organizations, both private and public. 
Through reductions in human and/or capital resources, managers at-
tempt to improve both their organization’s alignment with its competi-
tive environment and the internal alignment of its resources. Some 
organizations are closed down due to a conscious strategic decision-
making of the managers to end the business into non-continuity while 
others “die” because of bankruptcy. In a time of crisis, these measures 
might be considered more legitimate or even demanded by e.g. share-
holders, as a sign of “action”. 
Still, the organizational practices of decline and death are part of 
the dirty-work and down side of HR, management and labor union 
agreements. The effects on the employees are expected to be substan-
tial, but there are also worries of “Employer Brands” and balancing 
the need for future competency with the need to cut current costs. 
Managers frequently cite poor industry conditions or weak demand as 
a reason for downsizing or closedowns. The tactic of downsizing, 
more specifically work-force reduction, has been widely applied both 
internationally as well as locally. Some organizations act in a short-
term perspective, downsizing or delayering the organization. Other act 
with a long-term perspective, systematically seeking to reconfigure 
productive capacity and organizational culture to reach goals that they 
believe will make them more competitive. One of the contributing 
reasons in strategic downsizing is the high cost of labor and the inten-
tion of freeing recourses that can be used somewhere else for a better 
return on investments. 
Practices for producing prognosis of future costs and demands is 
often important for these strategies, even when uncertainty is high. 
Even if there has been a progression of research on decline since the 
beginning of the 1980s, the scholarly understanding remains can be 
further developed. For that reason we invite a broad scope of papers 
on various topics related to the downside of business, organizational 
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death and focusing on issues such as decline, downsizing, closures, 
turnaround, sharp-benders, surviving failures and bankruptcy, with an 
emphasis on a Nordic perspective. We welcome papers on various 
topics that are related to decline, for example: 
Human resource management strategies; Individual reactions and 
their psychological outcomes Group-dynamics; Institutional actions 
and reactions; Changes in labour relations; Intermediary systems, 
preparation and prevention; Performance before, during and after 
down-sizing or closure; Leadership during and after down-sizing or 
closure; Downsizing of the managerial layer in organizations; Organi-
zational behaviour during and after down-sizing or closure; Other 
forms and practices of “Organizational death”, e.g. silent restructuring  
 
Stream leaders: 
Rebecka Arman Rebecka.arman@handels.gu.se  
Magnus Hansson magnus.hansson@oru.se  
Lars Walter Lars.Walter@handels.gu.se  
Stream 8. Quality of work in Nordic countries 
Quality of Work Life has risen to debates due to concerns of econom-
ic and social sustainability of European societies. Global competition, 
technological change and intensification of work are common devel-
opments throughout the continent which are seen to affect well-being 
of workforce. Quality of work or job quality is defined and measured 
in various ways. However, the concept includes some key dimensions, 
such as utilization of skills, managerial control and employee auton-
omy, work effort, as well as stability and (in)security of employment 
and income. Previous empirical research has pointed out that Nordic 
countries distinguish from rest of the Europe in terms of job quality. 
Comparative research literature tries to explain the distinctiveness of 
Nordic countries with diverse sets of institutional frameworks such as 
the political and historical compromises on industrial relations to-
gether with societal welfare institutions such as family, educational 
and security systems. On the other hand, it has been debated whether, 
in the longer run, the Nordic welfare state is able to insulate workers 
from globalizations effects: global competition, growth of the service 
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sector and deregulation are seen as threats to high job quality because 
institutions are subject to constant pressures of change. 
 
In order to assess effect of policies on quality of work more research 
is needed from comparative perspective. The aim of this research 
stream is to focus on quality of working life within and between Nor-
dic countries. Both theoretical and empirical papers dealing with e.g. 
distinctiveness of Nordic countries in terms of job quality, differences 
and similarities between Nordic countries in job quality, the concept 
and measurement of job quality or job quality and workers well-being, 
are welcome. 
 
Stream leaders 
Tomi Oinas tomi.oinas@jyu.fi  
Timo Anttila timo.e.e.anttila@jyu.fi  
Jouko Nätti jouko.natti@uta.fi  
 
Stream 9. Intersectional perspectives on Nordic Working Life 
The aim of this stream is to further the discussion on how the concept 
of intersectional-ity can be used within working life research, and to 
open up a space within Nordic work-ing life studies to reinvigorate 
the dialogue with the field of gender research, particularly through 
theoretical and empirical investigations into the role of work in the 
production and reproduction of complex inequalities. 
Intersectional perspectives provide researchers with analytical 
tools that could both deepen and broaden Nordic working life re-
search and strengthen the field of working life studies as a central 
interlocutor of emancipatory/critical perspectives within the social 
sciences. While Nordic working life research needs to open up for 
feminist inter-sectional approaches in order to capture complex ine-
qualities in times of neoliberal globalization, the growing interest in 
intersectional perspectives within gender studies also needs to include 
an interest in and recognition of the theoretical advancements within 
the field of working life studies. Thus, this stream invites abstracts 
that deal con-ceptually or empirically with work and the labor market 
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from intersectional perspec-tives rooted in traditions such as feminist, 
postcolonial, and queer theory. 
 
We particularly invite abstracts exploring issues of 
-The conceptual development of intersectionality in the context of 
Nordic working life research 
-The production and reproduction of classed and racialized mascu-
linities and fem-ininities at work 
-Continuity and change in local inequality regimes 
-Intersectional perspectives on consent and subordination, as well 
as intersec-tional perspectives on resistance and organizational insub-
ordination in the labor market 
-Global movements, local outcomes: intersectional perspectives on 
migration, be-longing, and exclusion in the Nordic labor market 
-Global movements, local outcomes: intersectional perspectives on 
neoliberal globalization from local outlooks 
-New identity formations in the wake of neoliberal developments 
in the Nordic labor market. 
 
Stream leaders: 
Paula Mulinari Paula.Mulinari@mah.se  
Rebecca Selberg Rebecca.Selberg@genus.lu.se  
Stream 10. Equality and sustainable working life 
In a changing world of work there is one thing that does not change: 
gender segregation seems to be a persistent phenomenon in the labour 
market of Nordic welfare countries. Gender segregation has produced 
different quality of working life for women and men. Yet, when de-
veloping quality of work in different national and international strate-
gies and programs, they are often carried through as if working life 
was gender neutral. Promoting sustainable working life should in-
clude equality perspective. There cannot be sustainable working life 
without equality, and equality cannot be promoted without taking into 
account gender and other social divisions, such as ethnic or racial 
divisions. 
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Equality and sustainable working life have some converging aims: 
they both aim for better quality of work. Equality is a human right and 
an important value as such, but it can also be seen from another per-
spective: promoting equality promotes also wellbeing at work. There-
fore, when aiming for sustainable working life, gender and other so-
cial divisions should not be ignored. 
In this stream we invite papers that interlink equality with sustain-
able working life. The papers can approach equality from different 
perspectives: gender, ethnicity/race, age, sexuality etc. The papers can 
focus on for example following questions: 
• What are the necessary conditions for equal and sustainable 
working life? 
• Are there risks when equality is legitimized with better quality of 
work? 
• How are equality and sustainable work interlinked and what are 
their converging and/or diverging aims? 
• How can equality and sustainable working life be promoted? 
We welcome both theoretical and empirical papers from different 
disciplines. The papers can examine different levels of equality and 
sustainable work – micro, meso and macro. 
 
Stream leader: 
Hanna Ylöstalo Hanna.Ylostalo@uta.fi  
Stream 11. Nordic Approach to Safety promotion and Accident 
Prevention at work  
The Nordic Working Life model, as a part of the Nordic Labour Mar-
ket model, constitutes a long tradition of cooperation between social 
partners and the state, including collective agreements and participa-
tive approaches. This model has been taken for granted as an implicit 
framework with a strong impact on the governance of working life in 
the Nordic Countries. This includes also the governance of risk, safety 
and welfare of workers in the Nordic countries. 
 
A study published in Safety Science (Spangenberg, 2004), compared 
accident rates for Swedish and Danish concrete workers during the 
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construction of the Oresund Link between Copenhagen and Malmo. 
The study found that the Lost Time Injury rate for Danish concrete 
workers was 4.7 times higher compared to their Swedish colleagues. 
We also find such differences in the national statistics. Why is it so? 
We also see differences in accident rates between the other Nordic 
countries. The question is: Why do we see such significant differ-
ences between the Nordic countries, concerning the level of work-
place safety, under the same Nordic working life model? 
This questions the influence of the Nordic Working Life model on 
the safety and welfare of workers in the Nordic countries. 
This stream invites abstracts and participants to discuss this ques-
tion, in order to advance our knowledge about the importance of the 
Nordic Working Life model for the risk, safety and welfare of work-
ers in the Nordic countries, and to consider whether other institutional 
aspects might be important as well. The following questions provide a 
guideline for abstract and ‘half-paper’ submissions to this stream: 
 
Can we identify a particular Nordic Working Life approach for risk 
management, accident prevention and safety promotion at work? 
    How does the Nordic Working Life model work in practice in 
the Nordic countries, and how does it influence accident prevention, 
safety and welfare at work? 
    What are the experiences with the cooperation between social 
partners and the state, the role of the unions – including collective 
agreements, and the functioning of participative approaches at the 
workplace level, in relation to risk management, accident prevention, 
safety and welfare at work? 
    What are the differences in the content and organization of safe-
ty education in elementary schools and vocational- and technical col-
leges, in the Nordic countries? 
    Is there a particularly excellent safety culture in Sweden, com-
pared to the other Nordic countries, which we can learn from? 
    Which other institutional and structural characteristics can ex-
plain differences in risk, safety and welfare between the Nordic coun-
tries, e.g., historical, industrial, educational or other aspects? 
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This is only some suggestions and directions; you are invited to take 
up other relevant questions related to the theme of this stream. We 
invite both theoretical and empirical studies under this theme. 
 
Stream leader: 
Johnny Dyreborg jdy@nrcwe.dk 
Stream 12. Teams once again – Wellbeing in teams and temporal-
ity of work in teams 
Wellbeing in teams is often threatened by external demands creating 
high workload and lack of possibility to use ones professional compe-
tence. Monitoring and measuring work through management systems 
is not only a means of providing management information but also 
sets standards for cooperation and interaction in team work. Teams 
are often associated with lack of temporal structures and some times 
non-standard working time arrangements. The social dynamic of 
teams can induce higher mutual responsibility among team members – 
resulting in long working hours, high work pace and general work 
overload. It is common to associate teams with social aspects that can 
function as buffers against psychosocial strain. However, the tempo-
ralities of teamwork can also erode work rhythms both within and 
outside the workplace due to the complex nature of teamwork. These 
elements are often overlooked when companies formulate polices on 
wellbeing, at work. 
In this stream we invite researchers to discus how structures func-
tion as a critical factors in everyday workplace practices to prevent 
mental fatigue and protect general wellbeing in teamwork. 
The stream will focus on the psychosocial dynamics, strain and 
wellbeing in teamwork. Some important questions of the stream could 
be: 
    Is the complexity of teamwork a source of work related stress or 
are teams able to provide positive and reregulated working conditions 
in post-bureaucratic organizations? 
    Do teams provide new platforms for solidarity and collective ac-
tion in modern work life or should teams rather be understood as new 
ways of exploiting workers and professionals? 
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    Can teams shield against external demands or do they them-
selves induce new forms of strains? 
    How can we conceptualize, analyze and understand teamwork in 
organizational setups characterized by high degrees of work division? 
    What are the consequences for individuals and collectives when 
wellbeing becomes the responsibility of teams? 
 
Stream leaders: 
Henrik Lund llund@ruc.dk, Helge Hvid hh@ruc.dk, Annette 
Kamp kamp@ruc.dk, Anders Buch buch@learning.aau.dk, Vibeke 
Andersen vian@learning.aau.dk 
Stream 13. Lean in the Nordic societies 
The management concept Lean production has its background in Jap-
anese production systems from the 1980’s, especially Toyota produc-
tion system. In the 90’s, Womack et al.’s (1990) book, The Machine 
That Changed the World, became the central text for the diffusion of 
Lean techniques and their potential impact on organisational perfor-
mance. Womack et al.’s core thesis was that organisations which suc-
ceed in stripping out wasteful (or non-value-added) processes from 
production will secure significant efficiency and quality advantages. 
The reality of this Lean ideology has however been questioned and 
criticized by many writers. 
The Japanese ideas have by implementation of Lean been adapted 
to Western societies. In the new millennium came a new wave of lean, 
with different interpretations of the concept spreading to an increasing 
number of activities. More recently, Lean has come to be seen as the 
prime operational means of modernizing work organization and work-
ing practices in the private and public sectors, such as health care and 
administration. 
In the Nordic societies, there is a widespread diffusion of Lean and 
the result of research of employee attitudes to Lean shows a heteroge-
neous pattern and also the success rate when implementing Lean. The 
unions first tried to resist the introduction of Lean but some unions 
have recently changed position and now see possibilities for empow-
erment in Lean. This is more prevalent at work places where contex-
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tual considerations are made, such as when Lean practices are com-
bined with socio-technical work organisation ideas. Importantly, apart 
from union involvement, work organisation based on teams with con-
siderable autonomy and working life researcher participation in 
change projects are characteristics of Nordic working life. 
To this stream papers, both theoretical and empirical, about Lean 
and its implementation in the Nordic societies are welcome. We will 
also welcome papers that compare Lean practices in other societies 
with practices in the Nordic countries. 
 
Stream leaders: 
Lena Abrahamsson Lena.Abrahamsson@ltu.se  
Per Sederblad Per.Sederblad@mah.se  
Stream 14. Intra and inter-organizational social networks  
Social networks play an ever increasing role in creating the perfor-
mance of 21st century organizations. They signify an expansion from 
the smokepipe industry and the management of established hierar-
chies to the nurturing of intangible assets and the self-organized pro-
jects (Chen, 2004; Grant, 1996; Matusik & Hill, 1998; Nonaka & 
Takeuchi, 1995; Nonaka & Toyama, 2003; Nonaka, 1994; Spender & 
Grant, 1996). 
Inter-organizational networking, i.e. collaboration between differ-
ent organizations, is often based on the specialization of different 
organizations. Similarly, intra-organizational networks are becoming 
increasingly important. The different teams / departments / cells focus 
on their own minor but necessary aspects of the work task as a whole. 
Creating and promoting social networks in and between work or-
ganizations are seen to yield better productivity, competitiveness and 
flexibility. But networks also bring up a diversity of views and thus 
diverse perspectives about goals, processes and outcomes (Head 
2008) and therefore require special qualities and crossing boundaries 
from individuals and organizations (Edwards 2010; Kerosuo 2006; 
Toiviainen et al. 2012). 
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Networks of current worklife differ in their density, duration and 
purpose. This stream focuses on the following aspects of network 
collaboration but is not limited to them: 
Management and governance of networks. It is obvious that both 
inter- and intra-organizational networks need to be created and man-
aged with good care. While networks have increased, their manage-
ment or coordination is often lagging behind. From the managerial 
perspective, middle-managers do not necessarily know what working 
in complex networks requires from experts. 
Work communities in complex networks. The experts in networks 
do not necessarily know who their closest supervisor is, which work 
community they belong to, or where they can find support and guid-
ance. We are especially interested on how work communities are born 
and maintained, when work is organized by networks. 
    Client orientation. Better products or services for clients are of-
ten the reason for collaboration in networks. The multiple ways how 
clients may participate in development or production processes affect 
the networks and boundary structures. 
Well-being in networks. Network studies have hardly focused at 
all on the consequences that networking has to well-being. This is 
very important issue, because working in complex network environ-
ments can be hard and time-consuming, and requires social skills. 
 
This stream aims discussions and examinations concerning threats 
and possibilities that inter- and intra-organizational networks bring for 
Nordic working life. Both theoretical and empirical presentations of 
the studies concerning intra- and inter-organizational social networks 
are welcome! 
 
Stream leaders: 
Minna Janhonen and Laura Seppänen, Finnish Institute of Occupa-
tional Health, minna.janhonen@ttl.fi  
Stream 15. Collaborative innovation practices 
The importance of innovations in companies, SMEs, and in other 
organisations like governmental and municipal organisations has in-
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creased due to the dynamically changing environment, rapid techno-
logical development and globalisation. Business research has shown 
how innovations enhance growth, revenues, and efficiency. There is 
evidence that the wellbeing of employees and superiors are better in 
innovative working environment than in workplaces where the devel-
opment activity is low. 
Nowadays, there is a lot of discussion concerning the meaning and 
importance of the participation of employees and customers in inno-
vation process. Main focus of the research has been in how to lead 
such process. Indeed, there are a lot of challenges for superiors and 
directors concerning innovation generation at workplaces. 
 
This stream invites researchers to send theoretical and empirical pa-
pers from different disciplines linked to the collaborative innovation 
practices in private and public sector organisations. The research 
questions could be: 
    How to encourage employees to engage in innovative behav-
iour? 
    How to create a culture and work climate that supports innova-
tion generation? 
    Which kind of initiatives increase the involvement of clients and 
customers in service or product development? 
    Which factors prevent and encourage collaborative innovation at 
work? 
    What kind of innovations the employees are producing at the 
moment in their work? 
    What kind of effects have been found and brought up when col-
laborative innovation practice is in use at  work? 
    What kind of training could effectively improve the ability of 
managers to lead and quide the implementation of collaborative inno-
vation practices? 
 
Stream leaders: 
Merja Sankelo merja.sankelo@seamk.fi  
Marja Naaranoja marja.naaranoja@uwasa.fi  
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Stream 16. Whistleblowing in working life 
Whistleblowing has become an issue given considerable attention in 
recent years. The cliché tells a story about a courageous individual, 
breaking the pattern of indifference, silence or even fear at the work-
place. The motives for going public are – if it will make a good story 
– altruistic and the damage revealed is of significant public interest. 
The cases involved have highlighted legislation or legal initiatives 
from different starting points; public reaction to corruption, financial 
scandals or health and safety accidents, the proper functioning of 
stock markets and the wellbeing of shareholders, and the limits of 
freedom of expression for individuals from a human rights perspec-
tive. From a working life perspective whistleblowing raises important 
questions in the relation between employer, trade union and the single 
employee. The issue addresses inter alia aspects like freedom of ex-
pression, influence at the workplace, working environment, manage-
ment and employment protection. 
This stream welcomes papers that discuss this important subject 
from different disciplines. 
 
Stream leaders: 
Susanne Fransson Susanne.Fransson@socwork.gu.se  
Eberhard Stüber eberhard.stuber@gmail.com  
Stream 17. Work in the 24/7 -economy and family relations 
Work and family are essential spheres of everyday life of employees 
in the Nordic countries, as elsewhere. In the everyday life these 
spheres are interwoven together. The way how this is possible de-
pends, for example, on the labour market policies, care policies and 
services.  Although empirical research on working times shows that 
the 24- hour economy has not radically changed employment patterns 
in the Nordic countries, many employees work during the atypical or 
nonstandard hours. Consequently many Nordic families are affected 
by it. Work during evenings, nights and weekends challenges the or-
ganization of daily life, and the way work is combined with family 
life. 24-hour economy is both an opportunity and a challenge at socie-
tal level, and within families. This research stream calls for empirical 
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and theoretical papers that analyze and discuss e.g. the Nordic work-
ing life from the perspective of work-family interaction, policies and 
practices of the 24 -hour economy and world of work.  Furthermore, 
papers concerning the effects of non-standard hours on work-family 
relations and family life are welcomed. 
 
Stream leaders: 
Mia Tammelin mia.tammelin@jyu.fi 
Anna Rönkä anna.ronka@jamk.fi  
Stream 18. Working time and virtual work 
What happens to working time in sections of the labor market where 
the content of production is becoming more knowledge-intensive, that 
is, where production is largely based on creativity, knowledge devel-
opment and communication – processes that are difficult to control 
and locate in time. Paired with the rise in information and communi-
cation technology (ICT), room for interpretation is created by necessi-
ty as concerns the boundaries of work and what constitutes a satisfac-
tory work effort. 
This conference stream highlights threats and possibilities in the 
transition of working time from the standard work week in which 
employees work in one location to an increasingly fluid situation 
where working time has become more diverse and flexible. For exam-
ple previous research shows that a lack of boundaries is a central issue 
in virtual work. Working under this kind of “flexible” and “free” con-
ditions may open up new possibilities to combine work and family 
demands. Further on, the autonomy given to the employees to decide 
where and when to work can boost motivation and improve job satis-
faction. However, there are several studies that indicate that employ-
ees under these conditions may experience lack of control, with both 
lower job output and stress symptoms as a consequence. Depending 
on research perspective, this has been linked to lack of self-
management skills, organizational culture and level of support from 
HR. 
 
This stream invites papers that elaborate on: 
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    Flexible working time and work/family integration. 
    Flexible working time and stress 
    Flexible working time and HR-processes (for example recruit-
ment and retention) 
    Flexible working time and self-management 
    Flexible working time and organizational culture 
 
Stream leaders: 
Calle Rosengren calle.rosengren@soclaw.lu.se  
Mikael Otttosson mikael.fredrik.ottosson@mah.se  
Stream 19. Teachers’ working life 
Teachers’ working life has been constructed as an object for studies in 
different ways, for example as dilemmas experienced at work (Ozborn 
1997, Tzuo 2007, Fariasa, Fariasa & Fairfielda 2011). Substantial 
research has been carried from the Street-level bureaucracy perspec-
tive (Lipsky 1980) were the focus also have been on the similarities 
between teacher and a lot of other professionals (se for example Tay-
lor & Kelly 2006). Teachers’ working life has also been studied from 
the perspective of complexity theory, often with the idea that the 
complexity of teachers work is unique and significantly different from 
that of other professions (Hargreaves 1994, Day & Gu 2007). Teacher 
work has also been studied from the perspective of   time manage-
ment; time for collaboration, quality work, intermittent work, ad hoc 
work, efficiency and priority, but overall classroom issues tend to 
dominant for example study of how lessons are carried out, classroom 
culture,  leadership, and so on. 
 
In this stream we invite papers that contribute to the discussion about 
how we construct teachers work. We aim to discuss benefits and dis-
advantages with the different ways in which we construct teacher 
work as an object for study, and on possible contributions to 
knowledge building about how to organize schools and teacher work 
ultimately so that teachers can experience pupils’ success, the most 
important factor on teachers’ health and well-being. 
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Stream leader: 
Carola Aili carola.aili@hkr.se 
Stream 20. Professional work in the Nordic welfare states 
For the last 10-15 years discussions on work in the public sector have 
been dominated by the theme of New Public Management (NPM) and 
the consequences of standardization, managerialism and marketiza-
tion for professionals and citizens. In many respects NPM still seems 
to be going strong, having a large impact on the working lives of pro-
fessionals. Simultaneously however other developments occur – inter-
acting with and perhaps in some cases counteracting the principles of 
NPM. 
This stream invites contributions that seek to develop the study of 
working life in so-called welfare professions empirically and theoreti-
cally – studying both the continuities and changes in the work of wel-
fare professions. 
 
Contributions might focus on some of the following topics and ques-
tions: 
The increased orientation of services towards the citizen and 
his/her autonomy, choices and satisfaction. What consequences does 
this have for the working lives of professionals and e.g. their role as 
experts? 
The increased use of volunteers in welfare services, and the simul-
taneous effort to develop institutions based on social entrepreneurship. 
What happens in the interplay between volunteers and professionals  
in these hybrid organizations? 
The increasing focus on innovation in welfare services, e.g. wel-
fare technologies, employee driven innovation and social innovation. 
How do professionals work with, participate in and become affected 
by these innovation initiatives? Do they represent new possibilities 
for improving working life? 
Quality and evidence-based professional practice. How are profes-
sionals affected by initiatives to ensure quality and the use of evi-
dence-based methods and knowledge in the public sector? And how 
do they participate in this agenda? 
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Stream leaders: 
Annette Kamp kamp@ruc.dk  
Agnete Meldgaard Hansen agmeha@ruc.dk  
Lars Klemsdal Lars.Klemsdal@uis.no  
Stream 21. Labour-management relations and working condi-
tions in retail trade 
During the last decade the number of jobs in manufacturing has been 
declining in the Nordic countries, whereas services have experienced 
job growth. Despite this change, many private sector labour market 
studies still focus on labour market regulation and working conditions 
in manufacturing. There is a lack of knowledge on labour-
management relations and working conditions in the service sector, 
which in many ways differs from manufacturing. One part of the pri-
vate service sector that has attracted attention in recent years is retail. 
The retail industry is characterised by low wages, low skill levels, 
part-time work and high demands of working time flexibility. The 
working conditions make it less attractive for employees to stay in 
retail over longer periods of time, and some employers find it hard to 
recruit and retain employees. Retail shops often have a high employee 
turnover, and it is challenging for managers and employees to develop 
cooperative relationships and increase employee influence. Further-
more, new ways of organising business, through franchise systems 
and chains, have led to a mismatch between co-determination rights 
and platforms of decision making. Various attempts have been made 
to improve working conditions in retail with different effects: change 
in regulatory frame works on working time, local cooperation com-
mittees on further training, individual pay supplements, rights to in-
crease the level of full-time employment etc. In this stream, we bring 
together different Nordic studies on retail work and discuss, whether 
they display sector-specific convergence or nation-specific divergence. 
Studies on industrial relations, employment developments and all 
aspects of working conditions in retail are welcome. 
Stream leaders: 
Anna Ilsøe ai@faos.dk Kristin Alsos Kristin.alsos@fafo.no  
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Stream 22. Nordic management and organization – now and in 
the future 
Scandinavian and Nordic work organization has been investigated in 
many studies during the latter part of the twentieth century. Character-
istic described include a non-hierarchical culture, an informal com-
munication, decentralised decision capability, local responsibility, 
concern for competence improvement, working environment, in-
volvement at all levels of decision making. 
Is such a description still relevant? Does it fit all Nordic countries? 
Which are the characteristics as described by more recent research?  
Are we able to identify and describe a coherent Nordic management 
practice? Does this give any competitive advantage for operations in 
Nordic countries like improved innovation, productivity, improved 
working conditions, reduced occupational health and safety problems 
or other advantges? If so, in what way and under which circumstanc-
es? What may be done to further exploit any advantages? 
How will we manage and organise work in our part of the world in 
the future, considering the ongoing globalization, the more frequent 
and larger merges and the accelerating pace of change in business? 
Can Nordic management maintain any strength in the international 
business environment? What can be learned from other management 
traditions, can they improve or will they undermine the Nordic way? 
 
Stream leader: 
Lisbeth Øyum, Tove Håpnes, Hans Torvatn; Hans.Torvatn@sintef.no  
Stream 23. Work, individualisation and social identity 
Globalisation has increased both productivity and global competition 
in our society. This in turn has led to an upgrading of rationality in 
organisations. As a consequence of this we see more flexible and pre-
carious labour market conditions and an increased individualisation of 
responsibility. Although individualisation, in a broader sense, has led 
to an expansion of social space for the individual, it has also led to 
changing patterns of how we form and reproduce our social identities 
and collective communities. To work autonomously and to be self-
governing has become imperative and this affects our self-image and 
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our social relationships and perhaps also our ability to form stable 
social identities. Social background conditions plays a major role in 
relation to options and life choices but in order to understand the ine-
qualities that characterize our society and our working life, we need to 
examine the relationship between the individualised requirements of 
work and the processes that contributes to a social identies and collec-
tive communities. 
 
In this stream we invite papers on: 
the relationship between individualisation and social identity 
the social consequences of an increasing individualisation of re-
sponsibility on the labor market 
the relationship between precarious working conditions and their 
impact on social identity 
 
 Stream leader: 
Gunnar Gillberg Gunnar.Gillberg@socav.gu.se  
Stream 24. Individualisation of policy interventions – myth or 
reality? 
The general process of individualisation means that the individual is 
ever more placed at the centre of attention. There is in current labour 
and social policy discourses an increased emphasis on individual 
agency, but also on individual responsibility, which means, inter alia, 
that the societal and organizational demands placed on the individual 
increase. Individualisation thus has implications for the shape of the 
social contract, for the meaning of social citizenship, and for the divi-
sion of risk between the state, enterprises, families and individuals. 
One expression of this is that the beneficiary is no longer treated as 
the passive object of bureaucratic interventions, but as an active sub-
ject albeit with clear responsibilities. 
The ideal of individualisation is moreover reflected in current la-
bour market and social policy discourse in the ideal of individualised 
and tailor-make interventions according the client’s needs. This is 
partly seen as a response to the “increasing heterogeneity of the la-
bour market and the stronger consideration of personal circumstances 
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of job-seekers” (Eichhorst et al. 2008: 5). The “enlargement of the 
target groups of activation, including sick people, the handicapped, 
older people, highly vulnerable groups, single parents” (van Berkel 
and Borghi 2007: 278) requires “that services should be adjusted to 
individual circumstances in order to increase their effectiveness” (van 
Berkel and Valkenburg 2007: 3). At the same time, however, the in-
troduction of New Public Management principles in many countries 
risks leading to increased standardization of assessments of clients’ 
capacities and needs (e.g. Caswell, Marston and Larsen (2010), de-
spite the rhetoric of individualisation. These tendencies open up for a 
set of urgent questions and debates. 
 
In this stream we invite papers on: 
the spectrum of choice that activation policies provide; 
the process of reciprocity between the state and its citizens; 
the tension between individualisation and standardisation in the 
governance of the unemployed individuals; 
the tensions between demands of individuality and requests for 
conformity placed on the individual. 
 
Stream leaders: 
Christina Garsten christina.garsten@score.su.se  
Kerstin Jacobsson  kerstin.jacobsson@gu.se 
Stream 25. The role of work for the excluding or including of 
individuals in society 
In contemporary society, and especially in work organisations, we can 
see two contradictory trends which influence the possibility for peo-
ple to become included or excluded in societal processes. On the one 
hand, the globalisation impact is more or less self-evident now and 
many employers appreciate employees with experience and compe-
tence from different parts of the world, as they depend on such for 
acting globally. On the other hand, the competition for products, mar-
kets and raw material is intense and many companies hesitate to em-
ploy people they are not certain will fit into their current strategy and 
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organisation. Within this second trend we also include the ongoing 
individualization ideology. 
 
In this stream, we welcome papers of different kinds where this con-
tradiction, or part of it, is critically described and analysed. Papers 
can be either empirically or theoretically based. 
 
Stream leaders: 
Ahmad Ahmadi Ahmad Ahmadi@hv.gu.se  
Gill Widell  Gill.Widell@handels.gu.se  
Stream 26. Methodological challenges for working life and labour 
market studies 
The ongoing changes in work organizations and labour market re-
gimes to cope with accelerating globalization processes and tightening 
competition create a need for social science to keep up with new re-
search strategies and research designs. Quantitative studies have got 
new opportunities in the availability of public data sources online and 
powerful statistical techniques to design integrated studies on differ-
ent levels. Qualitative research has new opportunities as well, by the 
support of new computer based tools for qualitative data handling. 
 
This stream welcome papers with a broad focus on methodological 
issues in qualitative and quantitative working life and labour market 
research. 
 
Stream leader: 
Tomas Berglund Tomas.Berglund@socav.gu.se  
 53 
Abstracts for papers and posters 
Abstracts for the 7th Nordic Working Life Conference (NWLC2014) 
are put into stream order and in each stream alphabetic after last name 
of the first author. Abstracts for the poster session appear after the 26 
streams. 
 
After the abstracts you find a list of all delegates on page 240. 
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Stream 1. Historical Perspectives on Changing Industrial Relations in 
Nordic Countries  
 
The complexities of stability – how and why Nordic employers 
stay put  
 
Andersen, Søren Kaj, ska@faos.dk og Christian Lyhne Ibsen, 
cli@faos.dk, FAOS, University of Copenhagen, Denmark 
Jon Erik Dølvik, Jon.Erik.Dolvik@fafo.no, Fafo, Institute for Labour 
and Social Research, Oslo, Norway 
 
The paper analyzes how and why the high level of multi-employer 
bargaining (MEB) and the overall collective bargaining coverage has 
remained intact in the Nordic countries. We try to solve this puzzle by 
investigating variations of and causes for stability in the Nordic mod-
els of MEB by studying the behavior of the main employer associa-
tions in Sweden, Denmark, Norway and Finland since 1990. We trace 
employer behavior since 1990 and highlight important conjunctures in 
which employers in the Nordic countries, mostly unsuccessfully, at-
tempted to pursue strategies of decentralization akin to employers’ 
strategies in other countries, e.g. Great Britain where multi-employer 
bargaining has vanished in private sector. While the relative stability 
of Nordic collective bargaining can generally be interpreted as a result 
of path dependency, detailed process-tracing of reforms reveals a 
different picture. We show that employer demands for decentraliza-
tion of bargaining processes have been partially fulfilled in some in-
stances, not in others, at the same time as MEB coordination has re-
mained stable or increased in all cases. Hereby, we show that the ap-
parent stability in recent decades hides variegated changes in the 
forms and levels of coordination in the Nordic countries, and that 
these diverse developments are shaped by complex processes of coali-
tion-building and power struggles between and within the associations 
of employers, unions and changing governments.  
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Stream 1. Historical perspectives on changing industrial relations in 
Nordic countries  
Wage restraint in Scandinavia: During the postwar period or the 
neoliberal age? 
Bengtsson, Erik, Gothenburg University, Sweden 
erik.bengtsson@econhist.gu.se  
 
This paper argues against the common analysis of the strong growth 
performance in Western Europe in the 1950s and 1960s that stresses 
the importance of wage restraint. The paper argues that unions did not 
pursue wage restraint in the 1950s and 1960s, but rather when they 
were weak vis-à-vis employers in the 1980s and 1990s. Based on 85 
to 96 years of data on wages, inflation, unemployment and productivi-
ty in Denmark, Norway and Sweden, it is shown that wage policy in 
Sweden was offensive both in the 1950s and 1960s, whereas in Den-
mark and Norway it was offensive in the 1960s and more neutral in 
the 1950s. All three countries saw wage restraint in the 1980s and 
1990s. 
 
Keywords 
wage restraint, centralized wage bargaining, Scandinavia, comparative 
industrial relations, wage formation 
Stream 1. Historical perspectives on changing industrial relations in 
Nordic countries 
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Stream 1. Historical Perspectives on Changing Industrial Relations in 
Nordic Countries 
 
Occupational Health and Safety Reforms in Finland during 1970s. 
   
Bergholm, Tapio, University of Helsinki, tapio.bergholm@sak.fi  
 
Finnish occupational health and safety laws, practice, and administra-
tion were still very underdeveloped in 1960s. This interpretation was 
shared by civil servants and trade unions. Knowledge of Swedish 
situation at work places came to Finland through experts visiting 
Sweden and also with workers who had worked some time in neigh-
boring country on the other side of Gulf of Bothnia. 
In this paper I try to look at the reform period of health and safety 
legislation in Finland during 1970s. In Finland there was high tide of 
reforms in early 1970s but after that employers’ resistance became so 
entrenched that new reforms became impossible. 
I will discuss conflict and compromises of labour market organisa-
tions, which were central players in committees investigating the 
problems of health and safety at work and proposing new legislation. I 
will, also, look at what opportunities for reforms emerged and what 
kind of limitations to more thoroughly reforms existed.  
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Stream 1. Historical Perspectives on Changing Industrial Relations in 
Nordic Countries 
Company assembly – the forgotten or neglected part of industrial 
democracy?  
Hagen, Inger Marie, Fafo Institute for Labour and Social Research, 
Norway imh@fafo.no  
 
Summary: In Norway, as in a number of other countries, the employ-
ees are entitled to elect representatives to the company board. In addi-
tion – and in contrast to other countries – a company assembly must 
be established in companies with more than 200. 1/3 of this assembly 
is also elected by the employees. The assembly was an important part 
of the debate prior to the co-determination reforms and LO was a 
fierce advocate for the arrangement. Today the assembly seems to 
have vanished and is left with few or any supporters. In this paper I 
look into the ‘rise and fall’ of the company assembly. Two arguments 
are important; the demarcation line between collective agreements 
and legal provisions and secondly: the development of new Corporate 
Governance norms 
 
Key words: Industrial democracy, Corporate Governance and share-
holder theory, board level representatives, company law  
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Stream 1. Historical Perspectives on Changing Industrial Relations in 
Nordic Countries 
Interest, knowledge and social loyalty. Nursing research and the 
collective organization of nurses in Finland, 1950s-60s  
Haggrén, Heidi, Department of Political and Economic Studies, Uni-
versity of Helsinki, Finland, heidi.haggren@helsinki.fi  
 
This paper discusses the development of nursing research in the con-
text of collective interest organization of nurses in the 1950s and 
1960s. The development of health care and medicine was changing 
the work of nurses profoundly in the post-World War II years. Nurses 
were further affected by the changes in the labour market in general, 
such as development unionization, labour legislation and, collective 
agreement and negotiation system. A labour-market logic was 
strengthening in the collective organization of nurses. In my ongoing 
PhD thesis project I study this development focusing on tensions it 
included between the labour market interests and social loyalties re-
lated to the gendered care work in the public sector. This paper devel-
ops an argument that education and scientific knowledge functioned 
as a bridge between the claims for better professional status and sala-
ries and, the caring ideals and commitment to service. Nurses sought 
an active role in the development of health care and nursing by initiat-
ing studies and scientification of nursing. These efforts are linked to 
the intensifying salary acts and to the Nordic context. Professionaliza-
tion offered basis for claims for better salaries, but also for claims to 
defend the patient and the common good. The turn towards social 
sciences offered possibilities to gain independence in the health care 
system but also basis for claims for a more holistic approach in nurs-
ing, one that was closer to the caring ideals. Calling was replaced with 
professional knowledge that somehow carried the link with the past 
and could be described in terms of caring.  
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Stream 1. Historical Perspectives on Changing Industrial Relations in 
Nordic Countries 
  
Organisational concepts as enhancing rationality in organisations 
and workplace innovation. 
  
Johnsen, Hans Chr. Garmann, Professor, University of Agder, Nor-
way, hans.c.g.johnsen@uia.no  
 
This paper argues that an organisational concept like Lean can have 
effects that have not received so much attention in the literature. Ra-
ther than seeing the concept as an obstacle to local organisational 
solutions, I argue that it might contribute to a more rational, internal 
communication in the company, and thereby to incremental innova-
tion. This argument is developed from a case study. Over the last 
three/four years, the company which was formerly Norwegian owned, 
but in 2006 was taken over by a French global enterprise, has intro-
duced Lean as the main organisational concept. Based on experiences 
from this new concept, I argue that it has increased the level of ration-
ality in the internal dialogue. Seen in a more historical perspective, I 
discuss this as a change in the worker/management dualism, and argue 
for organisational recipes that in that Nordic interpretation reconcile 
tension between different organisational layers, and renew perspec-
tives on management/employee collaboration.  
 60 
Stream 1. Historical perspectives on changing industrial relations in 
Nordic countries 
 
The worker collectivity and Anglo-Saxon theories of resistance 
and organisational misbehavior 
 
Karlsson, Jan Ch. Department of Working Life Science, Karlstad 
University, Sweden, jan.karlsson@kau.se  
Egil J. Skorstad, Department of Organisation, Østfold University Col-
lege, Norway, egil.j.skorstad@hiof.no  
Jonas Axelsson, Department of Working Life Science, Karlstad Uni-
versity, Sweden, jonas.axelsson@kau.se  
 
We present a classic Norwegian theory about the ‘worker collectivity’ 
– a theory unknown outside Scandinavia – and discuss some differ-
ences and likenesses with theories from Anglo-Saxon countries, main-
ly the UK. The Norwegian sociologist Sverre Lysgaard published his 
theory in 1961– the title of the book (in translation) is The Worker 
Collectivity. A Study in the Sociology of Subordinates – and it has had 
a great impact on Scandinavian working life research ever since then. 
We think that it merits to be spread outside that area. 
 Lysgaard makes a distinction between the technical-economic sys-
tem and the human system of employees at workplaces. The tech-
nical-economic system is made up of the work organisation, its hier-
archical structure of positions, and its goals. All employees are part of 
this system and it demands a lot of things from its members in order 
to achieve high efficiency and profitability. The human system is de-
fined by the way humans are constituted. What is at stake are the in-
dividual’s interests as a human being and, since the bearer of labour 
power is the human being, he or she is also part of the human system. 
But these workplace systems are in opposition to each other, placing 
individual workers in a very difficult situation as they are part of both 
systems. First, the technical-economic system is insatiable when it 
comes to the employee qualifications and skills that it has use for, but 
human beings are limited vis-à-vis the insatiable demands of the tech-
nical-economic system. 
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Second, the role that the technical-economic system assigns each 
employee is specialised or one-sided. It is a rather narrowly-delimited 
area which the employee is expected to be unceasingly occupied with 
at work. At the same time, human beings are many-sided, having a lot 
of action tendencies and development needs. Finally, the technical-
economic system is implacable. It is not in the interest of the system 
to keep a certain person employed if he or she can be replaced by 
someone (or something) that serves it better. But such precariousness 
is trying as workers as human beings seek security. 
The insatiable, one-sided and implacable qualities of the technical-
economic system are opposed to the limited, versatile and security-
seeking features of the human system. For, the dilemma is that they, 
In order to earn a living the workers, thus, have to join a system which 
runs counter to the qualities of being human. A solution to this di-
lemma is to make sure that they reach a position of protected mem-
bership of the technical-economic system by building a buffer be-
tween the two systems in the form of a worker collectivity, which can 
be used as a weapon to defend their human dignity and to gain some 
autonomy at work. 
We discuss Lysgaard’s theory in relation to Anglo-Saxon theories 
of resistance and organisational misbehaviour: What can they learn 
from Lysgaard, what could Lysgaard have learned from them? 
it. The analysis led to the identification of four communication 
sites.  
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Stream 1. Historical perspectives on changing industrial relations in 
Nordic countries 
  
Impacts on the Nordic welfare states and industrial relations - 
Survey based evidence from Denmark. 
  
Refslund, Bjarke, Aalborg University, bref@dps.aau.dk  
 
The increasing international fragmentation and decomposition of pro-
duction and work processes has significant impacts on the organiza-
tion of working life and industrial relations in general. Firms’ can 
easier relocate entire plants or single parts or processes of the value 
chain to countries with much lower wages and other costs as well as 
less strict labour market regulation as well as other regulation e.g. 
environmental than found in the Nordic countries. The integration of 
e.g. the Chinese and Indian labour markets in the world economy, but 
more importantly for the Nordic economies, the Eastern and Central 
European countries is a defining new aspect. The Eastern and Central 
European countries have been the dominant offshoring destination 
from the Nordic countries due to the geographical proximity. Com-
bined with major technological improvements in information and 
communication technology (ICT) as well as transportation, this has 
made the process of relocation even more accessible. This adds yet 
another dimension to the impact internationalisation is having on na-
tional industrial relations as well as welfare state policies and general 
labour market regulation. Other central features of the more interna-
tionalised economy are increasing trade in intermediates, rising FDI 
and increasing competition.   
In this context where international relocation is increasingly acces-
sible the phenomenon attracts much attention in both academic analy-
sis, media reports as well as policy analysis. But our knowledge is at 
best rather limited since the offshoring decision is very difficult to 
extrapolate from existing literature like trade statistics. Therefor can 
survey data collected by Eurostat provide some very interesting in-
sight on the scope of the phenomenon, since the survey was made 
compulsory in Denmark.  
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The very preliminary evidence provide shows that offshoring only 
accounts of a minor share, 16 %, of overall job loss in Danish manu-
facturing in the period 2009-2011. While the crisis might have signif-
icant impacts for the period investigated it could be argued that the 
crisis would actually speed up the offshoring process rather than 
slowing it down. Previous survey data from 2001-2006 seems to sup-
port this argument, since the job loss in this period was roughly the 
same as in 2009-2011.   
Overall this paper presents preliminary evidence on the impacts 
encountered by the Danish political economy. The very wide ranging 
Danish survey data on relocation of production is being combined 
with register data to provide further evidence on the impacts and im-
plications for employment, composition of employment, skill re-
quirements, competitiveness and so forth. While the numerical impact 
might be more moderate than often portrayed in the literature, there 
could be very substantial long-term implications of the increasing 
“international division of labour”..  
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tion 
  
The Laval history; a cold shower for Swedish Industrial Rela-
tions?  
  
Edström, Örjan, Professor, Dr. Department of Law, Umeå University 
orjan.edstrom@jus.umu.se  
 
The aim with this paper is (1) to present the development in Swedish 
labour law concerning industrial action in the light of the EU court's 
decision in the Laval case, and (2) to formulate some hypothetic con-
clusions regarding the impact on Swedish industrial relations. 
In 2004 a Latvian firm begun renovation and construction work on 
a school building in Vaxholm in the Stockholm area. The Latvian 
workers were posted to Sweden from Laval un Partneri Ltd to the 
subsidiary firm Baltic Bygg AB in Sweden.  
The Latvian workers were paid in accordance with Latvian wage 
levels following from two collective agreements already concluded in 
Latvia. Swedish trade union took industrial actions in accordance with 
Swedish law in order to force the Latvian employer to sign a Swedish 
collective agreement. 
Later the EU Court examined the Swedish law on the matter and 
found that Swedish law concerning industrial action violated the free 
movement of services in accordance with the EC Treaty. The result 
was that new restrictions were introduced on the right to take indus-
trial action when workers are posted to the Swedish labour market. 
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Ordinary workers and industrial relations in a new world order. 
  
Nielsen, Niels Jul, University of Copenhagen, Saxo Institute, Ethnol-
ogy Section, nnielsen@hum.ku.dk 
 
Industrial relations in a new world order. Taking its point of departure 
from a NATO conference held in Copenhagen in 1953, this paper 
begins by tracing the foundation of the powerful political role that 
labour organisations held during a significant part of the 20th century. 
At the conference ‘labor’ was emphasized as occupying a ‘key role’ 
in the struggle of Western societies to withstand the challenge of 
communism – military alone could not achieve this objective. Since 
around 1990 this has fundamentally changed and the paper explores 
the contemporary situation through an ethnographic study – involving 
fieldwork both at workplaces and in private homes – of Polish mi-
grant labourers participating in the Danish labour market. It is shown 
how the Polish labourers, due to the lower costs they represent, bene-
fit from the new opportunities and appreciate the chance to work in 
Denmark under more orderly terms than what they are used to at 
home and in other European countries. Second, the paper illustrates 
how the trade union, though uneasy with the downward pressure on 
wage and working conditions that the Polish represent, prioritizes the 
organization of workers in order to maintain some degree of control 
over the labour market. Finally, the question is raised how the EU is 
able to navigate two contrasting concerns: the urge to create more 
cross-border competition (reducing production costs to make the un-
ion more competitive) and ensuring reasonable working conditions 
(thus upholding an image of a ‘social Europe’ which might be key to 
maintain cohesion and legitimacy). 
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markets and labour policy 
 
Workplace Development and Innovation Policy – Happy or Un-
easy Couple? 
  
Alasoini, Tuomo, Tekes – Finnish Funding Agency for Innovation, 
tuomo.alasoini@tekes.fi  
  
This paper examines the relationship of workplace development and 
innovation policy in Finland during three periods of time, with a spe-
cial focus on the evolving relationship between national-level work-
place development programmes TYKE (1996–2003), TYKES (2004–
10) and Liideri (2012–18), and R&D activities of Tekes. The first 
period, from the mid-1990s to 2008, is characterized by an institution-
al and partly ideological separation – while at the same time also in-
creasingly dialogical relationship – between these two fields. Charac-
teristic of this era is the attempt of the key actors designing and im-
plementing workplace development policy to raise its status in public 
policy from the margins to the mainstream. The adoption of a new 
national innovation strategy under the buzzword of ‘broad-based in-
novation policy’ and a transfer of the TYKES programme from the 
Ministry of Labour to Tekes in 2008 forms an important milestone in 
the relationship between these two spheres. The integration of work-
place development with innovation policy and the promotion of 
workplace innovation under broadened view on innovation reinforced 
the institutional position of workplace development, while at the same 
time undermining some of its most experimental and progressive ele-
ments. Naschold’s ‘best practice model of national development strat-
egies’ and Alasoini’s characterization of ‘the Finnish model for work-
place development’ are used as conceptual frameworks in the analysis 
of the promises and pitfalls of the shift in policy. The third period 
under examination is what could be characterized as ‘the future of 
work’, i.e. the period ranging from the present to the 2020s. We bring 
up trends that are expected to reshape Finnish working life and dis-
cuss the pressure these trends will put on workplace development 
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carried out within the context of broad-based innovation policy. The 
future trends are examined in the framework of ‘ICT-based waves of 
productivity growth’.  
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Stream 3. Radically rethinking work, organization, labour, labour 
markets and labour policy 
 
Brands, welfare and welfare-cool. 
Concha-Ferreira, Ignacio, Stockholm University, School of Business 
icf@fek.su.se  
 
What has brands to do with the welfare state? I think it is C. Wright 
Mills (xxxx), and others of course, that mean that once you have tak-
en an interest, identified on a problem in society, you begin to see it 
everywhere, also in what seems to be rather unrelated areas. I don’t 
know much about brands, just that they indeed seem to be everywhere 
and when being particularly curious about the concept of the mature 
welfare state and all its fascinating contemporary expressions of care-
taking and regulation of the population, a mass medial and indeed 
branded phenomenon caught my eye and sparked the writing of this 
brief research note. The purpose is to address the emergence of what 
might be called brand’s welfare-cool and hunt or fabrication of wel-
fare-coolness. I will begin with presenting and tentatively trying to 
make sense of the case of attention grabbing commercial televised in 
Sweden in 2009. After proceeding by suggesting way of interpreting 
the logics welfare-cool around brands, this note will end by a short 
discussion contextualizing welfare-cool in the today’s predominant 
neoliberal and market-oriented welfare ideology.  
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Stream 3. Radically rethinking work, organization, labour, labour 
markets and labour policy 
 
Hybridization of occupation – background, process and outcomes  
  
Haapakorpi, Arja, University of Helsinki, arja.haapakorpi@helsinki.fi  
 
Occupation is defined as a more or less stable job description, which 
is relatively independent as regards to work organization. Occupa-
tional status is tied to institutionalized qualifications, which are 
achieved in formal education or in equivalent institutionalized setting. 
Transformation of labour market reshapes occupations as new 
tendencies in global economy, technology and in institutional and 
organizational environment create work environments, which re-shape 
occupations.  The pressures for change may also be intra-
occupational. However, transformation of occupations is not over-
arching, as they are still recognized in division of work. The changes 
are intertwined with the stable patterns and structures of occupations.  
The transformation of labour market encounters occupations in differ-
ent ways and some occupations face substantial pressures for re-
structuring. Global economy changes division of work transnational-
ly, and with offshoring, some occupational tasks may be lost in Nor-
dic countries.  Technological development may have similar outcomes 
and re-structuration of business fields may promote re-shaping of 
tasks. Institutional and organizational changes may re-organize duties 
and tasks in and between occupations.    
A particularly interesting phenomenon is hybridization of occupa-
tions, as hybridization is often connected to structural changes on 
labour market and economy.  Occupations absorb new areas of tasks 
and duties, and often the new hybrid occupations are in-between two 
or more business fields. Absorbing refers to objects of work, tasks, 
patterns and methods, knowledge and environment. New areas of 
expertise are adopted, which promote in-between expertise.  Hybridi-
zation may also refer to adopting of new attitudes and related patterns 
in work. A good example for that is increasing responsibility due to 
flatter organizations, which reshapes the tasks and duties.  With occu-
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pational hybridization, new competence areas are needed and devel-
oped.  
The aim of our research is to study occupational hybridization ap-
plying an approach, which is based on searching and recognizing 
“weak signals” or “creeping/emergent” phenomena. Transformation 
of occupations takes place slowly or it does not come visible in labour 
market studies. We will focus on the following occupational fields:  
culture/wellbeing and production/R & D/services in manufacture and 
metal industry. What are the tendencies in the environment, which 
promote hybridization of occupations? How the occupations have 
been changed? What kind of competence is required? The research 
methodology comprises quantitative data, including register data on 
job announcements and occupational statistics, and qualitative data 
including interviews of experts in labour market issues and group 
interviews in companies. In addition, career counsellors in job offices 
are interviewd.  The research is carried out by Arja Haapakorpi and 
Jussi Onnismaa. 
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markets and labour policy 
 
Money without work, work without money  
  
Heen, Hanne, Work Research Institute, Oslo, hanne.heen@afi.no  
 
The paper discusses the relation between freedom, work and money 
and asks if it is possible to break the link between money and work to 
increase freedom.   The main arguments are:  
A considerable part of the actual work in society is already done 
outside the labour market, as work in the household or as voluntary 
work. Household work is embedded in an extensive web of personal 
social relations entailing that dissatisfaction with the work not neces-
sarily causes one to stop doing it. Voluntary work is more a matter of 
choice with fewer outside expectations of staying in the relation.  
Quite extensive and also advanced tasks are fulfilled through vol-
untary work. The Student Society in Trondheim, The Red Cross and 
open-source organizing, like that behind the creation of Linux, are 
used as examples. 
 The development of work –life has increased autonomy at work in 
large sectors of work life, but still the employees are subject to the 
employer’s management rights.  
Much work-life has become quite greedy, the border between work 
and private life has become unclear in terms of where and when one is 
working, a larger part of personal qualities are used at work, and 
greater claims on loyalty and values compatible with the organization, 
are put forward. This may be seen as work-life colonizing the private 
life of the employee entailing less personal freedom. 
Money entails freedom only as long as you have it, and a citizen 
wage would increase the freedom for large groups. 
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Stream 3. Radically rethinking work, organization, labour, labour 
markets and labour policy 
 
Old and new visions about the future of Nordic working life  
  
Kasvio, Antti, Finnish Institute of Occupational Health,  
antti.kasvio@ttl.fi  
 
The Nordic countries are recognized widely as forerunners in the 
modernization of Western institutions of work. The Nordic model is 
based upon high levels of productive economic participation and sys-
tematic efforts to modernize economic structures on a socially respon-
sible manner. The labour political strategies have resulted from a con-
structive dialogue between the different social partners, and a consen-
sus exists about striving on a high-road path towards full employment 
also in future. However, the conditions are changing so that the resto-
ration of a homogenous wage-earner society is not any longer possible. 
Therefore the Nordic societies must develop a radically different vi-
sion about good working life and direct their resources towards its 
practical realization. 
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life 
  
Well-being and work ability among immigrant entrepreneurs in 
Finland  
  
Airila, Auli, Finnish Institute of Occupational Health (FIOH), Tope-
liuksenkatu 41aA, 00250 Helsinki, Finland, auli.airila@ttl.fi  
Barbara Bergbom, FIOH, barbara.bergbom@ttl.fi  
Minna Toivanen, FIOH, minna.toivanen@ttl.fi  
Ari Väänänen, FIOH, ari.vaananen@ttl.fi  
Kirsi Yli-Kaitala, FIOH, kirsi.yli-kaitala@ttl.fi  
Aki Koskinen, FIOH, aki.koskinen@ttl.fi  
 
Aim of this study was to examine the well-being of first-generation 
immigrant entrepreneurs in Finland. The situation of immigrant entre-
preneurs was compared to that of immigrant employees in Finland. 
The sample comprised of immigrant entrepreneurs (n=70; 50 men, 20 
women) of whom 61% had Kurdish background, 33% were Russian-
speaking, and 6% of Somali origin. Reference group was employed 
immigrants with the same ethnic background (n=596; 300 men, 296 
women). The majority of both immigrant entrepreneurs and immi-
grant employees were satisfied with their current job. However, im-
migrant entrepreneurs had higher level of mental tiredness than immi-
grant employees. No differences in work ability between immigrant 
entrepreneurs and immigrant employees were observed. However, the 
self-assessed prognosis of work ability for the next two years was 
more pessimistic among immigrant entrepreneurs. The large majority 
of the immigrant entrepreneurs were willing to continue as entrepre-
neurs even if a decent living would have been otherwise possible. The 
results indicate that, generally, immigrant entrepreneurs are satisfied 
with their work and have a good work ability.  
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life 
 
Social dumping as reality and perception – foreign workers and 
local wage negotiations in Danish construction  
  
Arnholtz, Jens, FAOS, Department of Sociology, University of Co-
penhagen, Denmark, jh@faos.dk  
 
The inflow of workers from the new EU member states to the Danish 
construction sector has caused public debate and conflicts between 
the otherwise cooperative social partners. While trade unions and 
common construction workers talk of ‘social dumping’ and down-
wards pressures on wages and working conditions, employers and 
their representatives argue that it is virtually impossible to register 
that foreign worker have had a negative effect on wages in the sector. 
They argue that any decline in wages has been caused by the econom-
ic crisis, which have seen every fourth job in the sector disappear. As 
such, the ‘objective’ effect caused by the increasing number of for-
eign workers is hard to disentangle from the general effect of econom-
ic decline and increasing unemployment amongst domestic workers.  
However, there may still be an effect on the perception of domes-
tic workers and the way the act during local barganing. A very large 
proportion of the actual salary is determined by these local negotia-
tions. If domestic workers feel pressured by the presence of foreign 
workers, they may feel that they are facing an uncertian situation dur-
ing these negotiations.  
The article argues that ‘social dumping’ does not only consist of 
objective pressures on working conditions and measurable wage de-
creases. Instead, the increasing uncertainty of domestic workers fear-
ing for their jobs and their future should be seen as part of the phe-
nomenon of social dumping; the mere presence of low-paid foreign 
workers may make the domestic workers more inclined to accept 
poorer condition during local negotiation, even if they are not directly 
replaced with foreign workers 
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life 
 
The Primacy of Contingency: Policy Preferences and the U-turn 
in Swedish Labour Immigration Policy. 
   
Frödin, Olle, Lecturer, Department of Sociology, Lund University, 
Sweden, olle.frodin@soc.lu.se  
 
This paper examines the relationship between labour market institu-
tions and labour migration policy preferences with specific reference 
to the case of Sweden’s radical labour immigration reform of 2008. 
Prior to the reform, Sweden applied restrictive rules based on labour 
market tests, designed to solve temporary bottlenecks and high-skill 
labour shortages. In December 2008 a drastic shift in policy occurred. 
Over night, Sweden shifted from a restrictive system to the most lib-
eral in the industrialized world. The paper analyses the background 
context of the 2008 reform, as well as its outcomes to date, and con-
siders possible underlying reasons for this radical policy shift. Finally 
it draws out some implications of these findings for theory and further 
research 
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life 
 
Policy response to emigration from the Baltics: confronting ‘the 
Elephant in the Room’ 
  
Genelyte, Indre, REMESO, Linkoping University, Sweden,  
indre.genelyte@liu.se  
 
In an age when migration policy has moved to the centre of national 
and European policy agendas, the three Baltic states are taking their 
first steps towards building a cohesive policy response to emigration. 
This is especially important in the wake of the global financial crisis 
which has produced significant and increased outflow from the Baltic 
states.  
The Baltic states are facing variety of challenges in part caused by 
this movement of mainly working age men and women: demographic 
issues of ageing society; challenges for labour market and sustainabil-
ity of social security systems. In this light, the discussion in Baltic 
states regarding loss of human resources is growing in the public 
sphere.  
This paper is based upon interviews with experts in labour and mi-
gration areas in the Baltic states and key national policy documents 
are also reviewed. While the focus of the paper is on the case of Lith-
uania, data for Estonia and Latvia is used as a reference to pinpoint 
commonalities and differences among the three countries.     
Despite some variations in the characteristics and extent of emigra-
tion in all three countries, respondents come to agreement that EU’s 
free mobility is a socially and economically problematic matter. As it 
is suggested by the interviews with experts, there is a call for a more 
cohesive intra-migration management policy that addresses current 
imbalances between EU member states to ensure that the loss of hu-
man resources in sending countries is accounted for in recruitment 
policies of receiving states 
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life 
  
Conceptions of social space in research: Migration decisions of 
the tertiary educated. 
  
Haley, Aimee, Department of Education and Special Education, Uni-
versity of Gothenburg, Sweden, Aimee.Haley@gu.se  
 
Higher education (HE) institutions are often thought to replenish local 
labor markets with recent graduates, especially in rural locales where 
highly educated populations are dwindling. However, individuals who 
have completed HE generally migrate from rural to urban regions. An 
investigation using a ‘social space’ lens provides an interesting analy-
sis for understanding the migratory decisions of different student 
groups following their participation in HE. Thus, the primary research 
question of this paper is: How does current research on HE graduate 
migration in Sweden incorporate conceptions of social space? While 
physical space is commonly conceived as geographical boundaries, 
cities, or households, social space refers to people and their relation-
ships. There is overlap in the conception of physical and social space 
in that individuals’ views of space are socially mediated interpreta-
tions and are influenced by relationships of power. To conceptualize 
the notion of social space, Lefebrvre’s three concepts of space as so-
cially produced serve as the theoretical guide for this paper. Research 
on HE graduate migration has often been linked to the labor market 
and lifestyle pathways such as education, family, and relationship 
choices. Background factors such as gender, social class, and home 
region have a role in forming students’ perceptions of employment 
opportunities and ultimately have a role in their employment and mi-
gratory decisions.  
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life 
The concept of circular migration – towards a common EU 
framework for migration?  
  
Hervéus, Karin, (PhD student International Law), Department of Law, 
University of Göteborg, Sweden, karin.herveus@law.gu.se  
 
This is a paper about new perspectives on labour migration: more 
specifically a study of the ‘concept of circular migration’. Circular 
migration in the European context regards the management or regula-
tion of labour migration between member states and ‘third countries’ 
and measures that are proposed to facilitate or govern migration for 
labour purposes. The paper is a brief outline of my on-going PhD-
project where I study the concept of circular migration within the 
emerging legal EU-framework for migration. The aim is to analyse 
howw this concept is used both in the European union’s internal poli-
cy which aim to harmonize basic rules for third country migration and 
in the EU’s external policy where the concept is presented as a special 
tool in negotiations with third countries. There is no single agreed 
definition of the term ‘circular migration’ but in a EU-policy context 
it refers to two different phenomena; a naturally occurring type of 
repeat migration called ‘spontaneous circular migration’ which can be 
encouraged (or discouraged) with modifications of regulations for 
entry, residence, work permits or other legislation relevant for labour 
migration – or – a second kind of organized migration referred to as 
‘managed circular migration’; a type of temporary labour migration 
schemes as part of international agreements or other non-binding 
forms of cooperation such as ‘Mobility Partnerships’, for example.   
.  
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Estonian Labour Migrants in Finnish Construction Sector and 
Cleaning Services: Do They Even Dream about Finnish Labour 
Standards?  
 
Kall, Kairit, Institute of International and Social Studies, Tallinn Uni-
versity, Estonia, kairit.kall@tlu.ee   
 
As labour migration from Estonia to Finland is quite widespread, it 
raises possibilities but also threats to the receiving country and for 
migrants. In order to better cope with the threats, like lowering labour 
standards, it is important to study how migrants themselves perceive 
their working lives, what kind of problems face and from whom and 
what kind of employment protection/security to they expect. This 
paper studies Estonian labour migrants working in Finnish construc-
tion sector and cleaning services. Using biographical interviews, the 
paper aims to analyse how the working lives of these people have 
developed and how these developments can explain their understand-
ing about labour relations, workers rights, etc., also how gender inter-
acts with the way working life is perceived. The central aim is to ex-
plore how these migrant workers see the need for a collective protec-
tion/representation and whether they are even aware of what kind of 
possibilities for that there are. The emphasis of the analysis is on how 
people from – and still quite related to – a neoliberal labour regime 
(as in Estonia) adjust to a Nordic corporatist one (as in Finland). The 
paper shows how these workers sometimes even do not have a possi-
bility to experience Finnish labour standards due to the precarious 
jobs they occupy.   
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life 
  
Duration of stay in Denmark among Central and Eastern Euro-
pean migrants  
 
Kirkeby, Anja, Department of Global and Cultural Studies, Aalborg 
University, Denmark, kirkeby@cgs.aau.dk  
 
The accession of the Central and Eastern European countries (hence-
forth CEE countries) into the EU from 2004 and onwards were the 
most significant inclusions of new membership countries in the histo-
ry of EU. It has meant significant changes in the European migration 
patterns with possible consequences for the local labour markets. One 
aspect of this is the duration of stay of the new immigrants.     
In this paper, I study the determinants of CEE’s duration of stay in 
Denmark. The main aim is the definition of variables conditioning the 
length of stay, in particular in relation to policies, position in the Dan-
ish labour market and social network.  
I use Danish registers and study migrant’s first entry to first exit in 
the period 1993-2010 and model the duration time with survival anal-
ysis. The determinants of the duration time are studied in an acceler-
ated failure time model. 
The results show in accordance with international research that a 
large proportion of the Central and Eastern Europeans leave Denmark 
within the first 5 years. However, over 50% stays longer than this and 
there are considerable differences between groups. The results from 
the AFT model indicate that immigration policies, labour market affil-
iation and social networks may be important determinants, whereas 
unemployment and educational level in Denmark are less important.   
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Personal and policy narratives: Reception and perception of la-
bour migrants in the Danish labour market. 
  
Lund Thomsen, Trine, Aalborg University, Denmark, tlt@cgs.aau.dk   
 
Work in progress – do not quote.    
 
Labour mobility and migration has increased immensely since the EU 
enlargement in 2004. Free movement within the EU has provided 
hyper flexible labour, working under all types of arrangements and 
conditions. Most high-income EU countries have a vital interest in 
developing a proactive immigration policy, reflecting their demand 
for both high- and low-skilled labour. Migratory movements (short or 
long termed) involve changes for mobile workers, as well as for exit-
ing and recipient countries. Due to the free mobility in the European 
Union these changes have spurred new challenges concerning labour 
market developments and welfare state provision and have impact on 
both reception of and perception on labour migrants.   
The notion of mobility and that of migration has in the recent years 
become an increasingly used term in the social sciences. However the 
nature of the post-enlargement mobility and migration still needs em-
pirical support, both at the micro level on life experiences and at mac-
ro level on political frames and narratives. This paper addresses issues 
of how perception on labour mobility and migrants on the Danish 
labour market is constructed within a certain political and discursive 
frame and how the mobile workers themselves experience the recep-
tion in the Danish labour market. The methodological approach is a 
combination of personal narratives with labour migrants (short and 
long term) and policy narratives constructed in a particular political 
and economic environment.  
This paper analyzes how high and low skilled labour migrants are 
constructed as welfare chauvinism is expressed in immigration policy 
discourse by utilizing the narrative level as the unit of analysis.  
 82 
Stream 4. Changing patterns of labour migration in Nordic working 
life 
 
Polish migrants on the Icelandic labour market before and after 
the economic crisis. 
  
Thorarins, Frida, CIRRA/MIRRA Center for Immigration Research 
Reykjavik Academy, Iceland, mirra@mirra.is  
 
Iceland is a recent destination on the international migratory map. 
Until the economic boom that took off in the first years of the new 
millennium, immigration had been sporadic.  In less than a decade the 
number of immigrants quadrupled, rendering Iceland on par with her 
neighboring countries, standing at 9% in 2013.  The economic expan-
sion created insatiable labor shortages which were met with foreign 
migrant workers.  In less than three years migrants’ share of the labor 
force more than doubled, rising from 4% in 2004 up to 10% of all 
employed in 2007. The majority of those were Poles, who represented 
over 45% of all foreign citizens in the country during the height of the 
expansion era, the largest migrant group in the country. Coupled with 
the economic growth - and of crucial importance for the development 
of immigration and the Icelandic labor market - was the extension of 
the free labor mobility within the European Economic Area (EEA) 
resulting from the enlargement of the European Union in 2004.  
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life 
 
Perceived employability for non-native employees: an individual-
ized approach. 
  
Ylva Wallinder, Department of Sociology and Work science, Univer-
sity of Gothenburg, Sweden, ylva.wallinder@socav.gu.se  
 
This article argues that the relationship between work and exclusion 
from the labour market needs to be considered for understanding how 
the focus on actively working citizens affects individuals in contem-
porary transnational European labour market. Transnational mobility 
requires a transportability of qualifications and competences. There-
fore, this article link individual perceived employability to the con-
cept of exclusion. Researchers claim that the self-perception and atti-
tude towards one’s individual employability has become more im-
portant than the actual possibilities. However, a general view is that 
non-native inhabitants do not get the same labour market possibilities 
compared to natives. By combining these two dimensions, one might 
ask whether the level of education differs in its subjective importance 
for native compared to non-native employees. Moreover, it can be 
assumed that the institutional rights and social spending are perceived 
as more restrictive by non-native employees compared to natives.  
The study compares data from before and after the recent Europe-
an enlargement (European Social Survey (ESS)) from 2004 and 2010. 
The impact of individual and contextual factors on perceived employ-
ability is highlighted by the use of multi-level modeling. The article 
postulates that the possibility to match individual qualifications with 
open positions is smaller for non-native employees compared to na-
tives. It is assumed that non-native employees will have a more indi-
vidualized approach to gain employability and income security.  
 
Key words: Perceived employability, transportability of competenc-
es, multi-level analysis.  
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Stream 5. Ageing at work 
 
Do individual and organizational factors influence the wish to 
prolong working life in Germany? 
 
Büsch, Victoria, Department of Economics, SRH Hochschule Berlin, 
Germany, victoria.buesch@srh-hochschule-berlin.de   
Brusch, Michael, Department of Electrical Engineering, Mechanical 
Engineering and Industrial Engineering, Hochschule Anhalt, Germany, 
m.brusch@emw.hs-anhalt.de  
Saller, Anja, SRH Hochschule Berlin, Germany, anja.saller@srh-
hochschule-berlin.de  
 
In times of a shortage of skilled labor force, continued employment 
beyond retirement age has become increasingly relevant in Germany. 
Financing the social security system raises demand of post-retirement 
work on the one hand and improving health conditions provide the 
capacity on the other hand. To better understand older people's em-
ployment decisions, the current study investigates influencing factors, 
wishes and conditions of their labor participation. In this article, we 
examine the impact of individual attributes and organizational factors 
in particular. The following analysis is based on a survey commis-
sioned by the Bundesinstitut für Bevölkerungsforschung (BiB) in 
2008. The core results of the statistical analysis show that the raise of 
the statutory retirement age in Germany is regarded critically, among 
those aged 55-65 years. However, almost half of the respondents are 
willing to prolong their working lives. We found out that individual 
attributes such as health, income and interest in further training, as 
well as organizational factors such as the size of the company or job 
requirements, can facilitate continued employment of older employees. 
In our further analysis, we focused especially on white-collar employ-
ees and gender gaps.  
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Stream 5. Ageing at work 
 
Individual decision-making regarding retirement from work 
  
Furunes, Trude, Norwegian School of Hotel Management, University 
of Stavanger, Norway, trude.furunes@uis.no  
Reidar J. Mykletun, Norwegian School of Hotel Management, Uni-
versity of Stavanger, Norway, reidar.j.mykletun@uis.no  
Per Erik Solem, NOVA, Norway, pes@nova.no  
 
This research addresses older workers and their relationship to work 
to nuance the understanding of how job design, work organisation, 
working conditions, and workplace leadership relates to motivation 
for and decisions on early versus late retirement. As the older workers 
represent a wide range of work abilities, this empirical field includes a 
variety of adaptations ranging from poor health and expulsion from 
work on one side, to self-determined early or late retirement of em-
ployees with excellent work ability on the other. The research is 
among the first to present interview-based findings in this area. The 
study uses a panel design with three waves and one year intervals. 
Interviews were made with a random sample of 35 employees aged 58 
years or more, and their managers, in three different work organisa-
tions. Five general dimensions have so far been identified relating to 
job design and organisation. In general, motivation to continue work-
ing were stimulated by a job that 1) would persist and match the com-
petence of the worker; 2) allowed for social interaction and coopera-
tion with colleagues; 3) challenged skills, allowed to apply experienc-
es and opened for learning; 4) had manageable workload and suffi-
cient control over own work; and 5) might be an interesting alterna-
tive in case of relocations or reorganising. Leadership and compensa-
tion add to this, as did specific job issues, own health, family and non-
work activities.  
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Retaining Older Workers – An Analysis of Companies' Surveys 
2005–2013. 
 
Hermansen, Åsmund, Fafo Institute for Labour and Social Research, 
Norway, asmund.hermansen@fafo.no  
Tove Midtsundstad, Fafo Institute for Labour and Social Research, 
Norway, tove.midtsundstad@fafo.no  
 
“Good practice in the employment of older workers remains a minori-
ty pursuit….if older workers policies and practices are emerging in 
organizations, it is important to know why” (Taylor 2006). In this 
article we address this question – what distinguish Norwegian em-
ployers who invest in their senior employees? We are the first to re-
port on changes over time in Norwegian companies’ active ageing 
policies and practices, their retaining behavior and efforts. The re-
search questions are addressed using data from three surveys carried 
out among a representative sample of Norwegian companies in 2005, 
2010 and 2013. The first analysis reveals what characterize Norwe-
gian companies that have an “active–aging policy”, whereas the last 
analysis provides insight of the content of this policy as well as what 
characterize companies offering different retaining measures. The 
analysis shows that employers retaining efforts have increased in the 
period under consideration; however the greatest increase has been in 
measures consisting of more “time and money”, such as “additional 
leave” and “bonuses/higher wages”. Measures facilitating a “phased 
retirement” have also increased, but to a much lesser extent. Further-
more, measures involving an “adaption of the work situation” have 
decreased during the period 2005 to 2013. Thus, employers seem to 
pursue the use of light, rather than heavy measures in their efforts to 
retain older workers.  
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Career Extension through Age Management Practices. 
  
Heilmann, Pia, Lappeenranta University of Technology, LUT School 
of Business, FINLAND, Pia.Heilmann@lut.fi.se  
 
The average age of population is increasing in Finland and in EU. 
According to the Population Forecast (Statistics of Finland, years 
2009-2060) the portion of 65 year old people will increase from 17 
percent to 27 percent by 2040 and to 29 percent by 2060. The part of 
working aged population (15-64 years) will decrease from current 66 
percent to 58 percent by 2040 and to 56 percent by 2060. The amount 
of working aged people started to decrease in 2010 when the big gen-
erations started to retire. The average retirement age in Finland is 60.9 
years (2013). The retirement age has risen 5 months from the previous 
year. The average age of old-age pension beginners is 63.5 years 
(Finnish Centre for Pensions, 2013). But aging is not only Finnish 
problem: governments, institutions and organizations around the 
world are busy developing strategies to cope with the aging workforce 
(Buyens et al., 2009). As workforces are aging around the world, re-
search on the impact of HR practices on worker outcomes of aging 
workers is expanding (Kooij, 2013; Armstrong-Stassen, 2008; Rau 
and Adams, 2005). 
The key question is how to keep people in labor market as profita-
ble actors as long as possible (Halme, 2011). According to Finnish 
Working life 2020-program there exist three actions relating to exten-
sion of careers: decrease of entry age to labor markets, promotion of 
work wellbeing of workforce and increase exit age from labor markets 
(Ihalainen, 2013). The concept of age management is inaccurate and 
age management seems to relate to leading seniors when the focus is 
in aging and leading aged people. Age management research is usual-
ly included in discussion of diversity management (including women, 
racial and ethnic groups, disabled people, age and sexuality) where 
older workers are seen less able to cope with change, training or tech-
nology and less interested in their careers (Torringon et al., 2005). 
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However, age management relates to the whole work life. Different 
aged employees need to be led differentially. Leading younger genera-
tions (Y and Z) has been a new topic recently (Vesterinen, 2011; 
Tienari ja Piekkari 2011) but there has been lack of interest concern-
ing age management actions directed to middle-aged workforce 
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Work life length in different occupations. 
  
Kadefors, Roland, Department of Sociology and Work Science, Uni-
versity of Gothenburg, Sweden, roland.kadefors@socav.gu.se  
Maria Albin, Lars Rylander, Division of Occupational and Environ-
mental Medicine, Lund University, Sweden, maria.albin@med.lu.se; 
lars.rylander@med.lu.se  
Kerstin Nilsson, Department of Work Science, Business Economic 
and Environmental Psychology, Swedish University of Agricultural 
Sciences, kerstin.nilsson@slu.se  
 
The present study was undertaken as a follow up to a similar study 
carried out in 2006, in order to reveal the current differences between 
occupations in the Swedish labour market with respect to the risk of 
leaving working life prematurely. Using the Swedish national labour 
statistics, the following question was addressed: “If you keep working 
in the same occupation from age 35 onwards, how many years can 
you be expected to remain in working life before reaching the age of 
65 years?” 
Results show that work life lengths differ markedly between occu-
pations. In particular, those working in traditional, unqualified blue 
collar jobs exit work much earlier than those in white collar jobs with 
high demands of formal education; the differences between high and 
low risk jobs exceed 4 years for men and women alike. The differ-
ences between occupations have decreased since 2006, and work life 
lengths have increased markedly in almost all occupations. Women 
still exit earlier than men, but the gender difference is now marginal. 
The results are likely to reflect general trends in attitudes towards 
working into higher age, but also that new rules and regulations ham-
pering the possibilities for applicants to be granted premature pension, 
based on health concerns, have been introduced. Nevertheless, the 
differences seen between occupations in the present study are likely to 
mirror differences in work life conditions.  
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What happened in the Swedish public sector in 2001, when em-
ployees were gien the option to retain in permanent to age 67? 
   
Kadefors, Roland, Department of Sociology and Work Science, Uni-
versity of Gothenburg, Sweden, roland.kadefors@socav.gu.se  
 
In Sweden, like in the other Nordic countries, there are endeavors to 
increase work participation among the 65+. In 2001, the age limit for 
how long you as an employee had the right to retain permanent em-
ployment, the so-called LAS limit, was raised from 65 to 67.  But how 
many, in different employment categories, took advantage of this 
opportunity? - A study was carried out to monitor work in permanent 
position at age 66, following the reform. Data were gathered in the 
time period 2003-2011 in the Västra Götaland Region, and in the City 
of Gothenburg. Results showed that permanent work participation in 
the 66 year olds rose throughout the entire time period. Categories 
with a high participation included academic occupations (dentists, 
medical doctors, high school teachers, engineers), whereas the lowest 
participation was seen in jobs such as hospital aides, cleaners and 
nurses. Among those who still worked at age 64, and therefore had a 
real opportunity to decide to carry on working beyond age 65, the 
behavior differed much between categories. For instance, in 2011, 53 
per cent of the medical doctors who had worked at age 64 were still 
working at age 66, compared to a mere 18 per cent of the nurses. The 
results indicate that rising the LAS limit to age 69, as being proposed, 
may not cause immediate significant retirement behavior changes; 
rather, there may be a slow process where some (fairly privileged) 
groups will gradually start to take advantage of the new opportunity.  
 91 
Stream 5. Ageing at Work 
 
Ageing in Norrby - Experiences of Transition between Work and 
Retirement among Foreign Born Swedes. 
  
Ljungar, Erik, Ph. D. in Sociology, University of Borås, Sweden, 
erik.ljungar@hb.se  
 
There is an ever increasing group of older people with a foreign back-
ground who reside in neighborhoods in many Swedish cities, charac-
terized by segregation and social burdens. There are certain groups 
which came after their adult children at a relatively high age, which 
have inadequate or no knowledge in the Swedish language. But even 
among groups which have come as refugees and particularly among 
labor migrants, the elderly population is increasing. There is evidence 
that people with a foreign background, especially non-European 
background, experience alienation and exclusion in the labor market 
and in the Swedish society. When these people are nearing retirement 
and making important choices also aging can be expected to add a 
dimension that can give rise to existential problems and enhance the 
sense of identity loss. 
The purpose of this study is to achieve an understanding of how 
foreign-born experience and handling aging in a "Swedish" context is 
related to position and identity, after transition from working life to 
retirement life.  
Persons with a background primarily in southern Europe and the 
Middle East are interviewed. It appears that the experiences of exclu-
sion and commitment to their own ethnic community increases after 
retirement. Contacts with persons in the Swedish majority society 
mainly experienced through working relations and especially in the 
workplace ceases. Thus some have after retirement developed strate-
gies to find meaning in their life through relationships inside organi-
zations such as PRO (“Pensionärernas riksförbund”, “Retired Persons 
National Association”).  
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Reading skills and work life participation among adults aged 41 
years or more? 
  
Mykletun, Reidar J., Norwegian School of Hotel Management, Uni-
versity of Stavanger, Norway, reidar.j.mykletun@uis.no  
Egil Gabrielsen, Centre of Reading Research, University of Stavanger, 
Norway, egil.gabrielsen@uis.no  
Kjersti Lundetre, Centre of Reading Research, University of Stavang-
er, Norway, kjersti.lundetre@uis.no  
 
This study offers new insight into the relationships between adults’ 
basic skills and participation in working life. As employment often 
requires reading skills, it is hypothesized that level of reading skills 
has a direct impact on the likelihood of adults aged 41-65 years to be 
employed as opposed to not be employed. The study applied a cross-
sectional design with data from 4300 adults aged 26 to 65 years, of 
which respondents aged 41 – 65 years of age were used to test the 
hypothesis. Data on reading skills were collected by individual testing, 
while data on present employment status were collected by interviews, 
as were also data on education, health problems, gender and age, and 
recent participation in adult education. Reading skills were correlated 
to age, level of education, health, gender, participation in adult learn-
ing, and participation in working life. In a logistic multiple regression, 
having lowest level of reading skills increased the likelihood of not 
being employed by Exp. Beta = 3.9 as compared to highest level of 
skills as reference. The effect was surpassed only by being 61 – 65 
years old, and having very poor health. A longitudinal design is need-
ed to verify the observed relationship as a causal one and will, if sup-
porting the present findings, imply that training adults in reading doc-
ument types of texts could be an additional strategy for sustaining 
work careers and reduce exit due to early retirement or sick leave 
pensions.  
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Motives to leave and stay onboard. 
  
Pekkola, Juhani, Kymenlaakso University of Applied Sciences, Fin-
land, juhani.pekkola@kyamk.fi  
Kallunki Valdemar, Kymenlaakso University of Applied Sciences, 
Finland, valdemar.kallunki@kyamk.fi  
 
The Finnish maritime cluster employs 43 000 people and the share of 
people on the ships is less than 10 000. The amount of working years 
dropped during last decade from 8500 to 6500. Retirement age has 
been in increased by two years (61,7) and the age for retirement be-
cause of disability (52,3) by one year since the year 2000.  
The focus in this paper is to analyse the reasons which influence 
on decisions to stay or leave work on the ship. Survey data is collect-
ed 2013 among Finnish seamen. 
Among the seamen age under 50 years 61% believed that they are 
able to continue after the age 55. 19% had no motivation to continue 
and 10% estimated that they are unable to stay at work. Aim to con-
tinue is more common among navigation and machine officers and 
less common among household staff and the crew. Explanative factors 
for staying onboard on high age are; subjective ability to work, eco-
nomical performance of the shipping company, measures which sup-
port health, safety and competence, low amount of conflicts between 
personnel groups, experiences for relaxation both onboard and ashore, 
position in hierarchy and age. 
Family and other close relations are an important element when 
considering staying onboard. This is crucial especially for younger 
generations. Important is also personal ability to adapt oneself for sift 
and periodical work. Questions related to work organisation are less 
important ones, however own task meaningfulness and ships unwrit-
ten rules have an impact.  
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Age diversity Management in Working Life. 
  
Salomon, Robert, Arbeidsforskningsinstituttet/HIOA, Norway 
robert.salomon@afi.hioa.no  
 
The demographic challenge of the ageing population in the working 
life has been addressed for long. Studies have focused on health and 
workability, others on attitudes and actual behavior. Several of the 
studies have evaluated all sort of measures used to keep older workers 
in working life and postpone their withdrawal from the labour market. 
There are few age management studies regarding the relationship 
between younger and older workers in their daily work operations. 
Age management is one aspect of the concept “diversity manage-
ment”. The paper deals with the background and use of the concept, 
and its relevance for a decent age management. 
In the literature, each population cohort seems to have specific 
characteristics as “The silent generation”, “The baby boomers”, 
“Generation X”, “Generation Y” and “Generation Z”. The paper ex-
amines such characteristics and discuss to what extent possible identi-
fied differences between generations can be utilized in practical age 
management. 
The last part of the paper presents and discusses examples of how 
differences between generations can be taken care of in the formation 
of HR policies and management of the daily operation within the en-
terprise.  
This paper is a discussion paper based on existing literature and 
data from earlier studies where the author was involved.  
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Ageism: a barrier to employment among older adults? 
  
Solem, Per Erik, NOVA, Oslo and Akershus University College of 
Applied Sciences, Norway, per.e.solem@nova.hioa.no  
Trude Furunes, University of Stavanger, Norway, 
trude.furunes@uis.no  
Reidar J. Mykletun, University of Stavanger, Norway, 
reidar.j.mykletun@uis.no  
 
Ageism, the most often negative and often implicit attitudes to ageing 
and older adults in general might represent one barrier obstructing 
employment in late life.  This paper discussing both the cognitive, 
affective and behavioural elements of ageism, and discrimination by 
appointment, at the work place and by exit. Data are mainly from the 
Norwegian Senior Policy Barometer for 2013.  
The cognitive element of ageism is quite positive according to an-
swers in the NSPB. The vast majority of mangers believe that older 
workers 50+ perform at least as good as younger workers.  The affec-
tive element is less positive “older workers” and “seniors” are among 
the least attractive to hire. By recruitment, Norwegian managers tend 
to hesitate to call in applicants above an average age 61,2 years in 
public sector and 56,5 year in the private sector.  
Through discrimination, ageism may inhibit employment among 
older adults. Data presented here give reason to hope that increasing 
number of older workers at the labour market might counteract age-
ism. However, the affective element of the attitudes to older workers 
appears as more negative towards older workers, than the cognitive 
element, and the affective correlates stronger with behavior indicating 
age discrimination. Hence, there is a need to address the affective 
component of attitudes to older workers, the likes and dislikes, and 
not only the cognitive conceptions older workers’ performance.  
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Företagande bland äldre. 
   
Sundin, Elisabeth, Institutionen för ekonomisk och industriell, Linkö-
pings universitet, Sweden, Elisabeth.Sundin@liu.se;  
Carin Holmquist, Department of Management and Organization, 
Stockholm School of Economics, Sweden, Carin.Holmquist@hhs.se 
Martin Klinthäll, Institutionen för samhälls- och välfärdsstudier, Lin-
köpings universitet, Sweden, Martin.Klinthall@liu.se 
 
I paperet är det äldre som företagare som står i centrum dvs en grupp 
som manifesterar att de vill fortsätta att arbeta. Kunskaperna om dem, 
deras bevekelsegrunder och betydelse på individuell, organisatorisk 
och samhällelig nivå är dock rudimentära. Projektet ”Äldre som före-
tagare” bearbetar databasen LISA med registerdata från SCB.  In-
formationen i LISA möjliggör en sammankoppling av informationen 
om företagarna med information om företagen.  
I bidraget utgår vi från äldres verksamhet på arbetsmarknaden år 
2010. Äldre avgränsas i detta fall till de äldre än 65 år. Fem olika 
åldrar presenteras: 65-åringar, 70-åringar, 75-åringar, 80-åringar och 
slutligen 85-åringar. Arbetsmarknadskopplingarna utgörs av tre kate-
gorier: anställda, verksamma i enskild firma (EF) och ägare tillika 
verksamma i aktiebolag. En beskrivning görs också av samma förhål-
landen och kategorier varje år från och med år 2004.  
De så presenterade uppgifterna diskuteras i några avseenden som 
lyfts fram i debatten men också, i någon mån, inom forskningen. Rela-
tivt snart efter den officiella pensionsåldern överstiger antalet företa-
gare antalet anställda. Kortfattat så framstår egenföretagande som en 
verksamhetsform av stigande betydelse med stigande ålder. Genom 
våra andra inledda bearbetningar vet vi att bilden ingalunda är entydig 
och jämn utan varierande med sektor, yrke och kön. Dessa variationer 
antyds snarare än diskuteras i det presenterade bidraget.  
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Building salutogenic capacity: A strategy for retaining older 
health care workers in Norway. 
   
Vinje, Hege Forbech, PhD. Associate Professor, Department of 
Health Promotion, Buskerud and Vestfold University College, Nor-
way, hege.f.vinje@hbv.no  
Liv Hanson Ausland Associate Professor, Department of Health Pro-
motion, Buskerud and Vestfold University College, Norway, 
liv.h.ausland@hbv.no  
 
Many employees of the Norwegian municipal health services retire 
before reaching retirement age. In Norway, initiatives to retain health 
care workers are part of a broad strategy to retain older workers in all 
occupations and professions. The workplace itself can contribute to 
building health-promoting working life by devoting attention to 
salutogenic presence. 
This study explores older workers’ (50 +) perceptions of presence 
and work-related well-being. Multi-stage focus groups, individual in-
depth interviews, and qualitative content analyses were carried out. 
The general impression conveyed by the data was that the partici-
pants appeared highly conscious about their competence and that 
work has to be meaningful in respect of using their competence to 
contribute positively. The results show that salutogenic presence has 
four characteristics: Sense of usefulness; Relational quality: wanting 
the best for each other; Mastery; Zest for work. Experiences of being 
useful are identified as the most significant. A salutogenic presence is 
thereby more than a mere physical presence; it is also mental, social 
and existential. When all four characteristics of salutogenic presence 
are experienced, they become a driving force that encourages individ-
uals to work. Once the characteristics have been experienced, they 
serve as a barometer for the current situation. Goal-oriented actions to 
maintain and reinforce them can subsequently be initiated. The com-
petency to explore, note and understand the characteristics is another 
prominent finding in the study. The competency consists of the ele-
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ments introspection, sensibility, reflection, and action/active mastery 
of the situation.  
To retain older workers, we suggest that employees and leaders 
learn to explore their own health, and the health of the workplace, by 
increasing their salutogenic capacity. How the exploration per se is 
handled, may, in our opinion, be developed and learned through what 
we call salutogenic capacity building, that is, by examining, mobilis-
ing and deploying sufficient resources to achieve a shift in the direc-
tion of experiencing good health and well-being. We will present and 
discuss a model for salutogenic capacity building. 
 
Key words: municipal health care, older workers, presence, saluto-
genic capacity, health promotion in the workplace, models.  
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“The Permanent Newcomer” - On-call Employees Work Envi-
ronment and Social Relations with Permanent Employees 
 
Alfonsson, Johan, Department of Sociology and Work Science Uni-
versity of Gothenburg, Sweden, johan.alfonsson@socav.gu  
 
During the past 30 years the proportion of temporary employed has 
increased in Sweden. Earlier research shows that temporary employ-
ees’ work environment are affected negatively. On-call employees are 
affected the most. The article aim to describe and analyse the social 
relations between on-call and permanent employees, how these rela-
tions affects on-call employees’ ability to face problems at their 
workplace, and which strategies they adopt to handle the situation. 
Interviews were performed based on Sverre Lysgaard’s theoretical 
approach about the subordinate workers’ collective. The interviews 
focused on whether on-call employees perceive a collective among 
the permanent and, if so, how their relationship to the collective is 
constructed. The interviews showed that the respondents perceive a 
collective among the permanently employed. However, due to lack of 
similarity, closeness and identification of shared problems, it is diffi-
cult for them to be included in the collective. Permanent employees 
often view on-call employees as a stigmatized out-group. On-call em-
ployees hence are subject to an undignified treatment and their work 
is little recognized. They lack autonomy in the work process and face 
difficulties in planning their leisure time. In order to deal with these 
problems, on-call employees can use inclusive, control and creation-
of-meaning strategies. It is argued that these strategies do not solve 
the problems, but only make their perception of them less negative.  
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The client company marginally utilizes the knowledge of highly-
skilled temporary staff. 
  
Augustsson, Gunnar, Department of Education, Mid Sweden Univer-
sity, Sweden, gunnar.augustsson@miun.se 
 
This study is based on the presumption that there is often an under-
use of temporary staff (temps) in client companies (CC) with highly 
skilled professionals. The study combines theories of the flexible 
organization and a socio-cultural perspective on learning within the 
framework of an inter-organizational context. The data is based partly 
on seventeen transcribed, semi-structured interviews with individuals 
in various types of health care and social services. The data is also 
based on two semi-structured focus group interviews with managers 
responsible for hiring social workers, nurses, and doctors in two dif-
ferent temporary work agencies (TWA) as well as semi-structured 
focus group interviews with eight managers from a large health care 
organization. The results show that CCs only use a limited amount of 
the highly skilled personnel’s capacity and exclude preconditions for 
taking over and absorbing knowledge from temps. In addition, both 
TWA and the CC pronounce an interest in and readiness for deepen-
ing the business relationships between them, but they claim the other 
is responsible for initiation. The results reflect information not only 
about temps with higher education but also the new business relation-
ship between TWA and CC in the form of combined skills and work-
place validation.  
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Employment Protection Regulation, Trade Unions and Tenure of 
Employment: A Comparison of European Countries. 
  
Berglund, Tomas, Department of Sociology and Work Science, 
University of Gothenburg, Tomas.Berglund@socav.gu.se  
Bengt Furåker, Department of Sociology and Work Science, 
University of Gothenburg, Bengt.Furaker@socav.gu.se 
 
This paper focuses on the relationship between employment protec-
tion regulation (EPR) and tenure of employment, that is, the number 
of years an employee has spent in the same organization. Tenure can 
be considered an alternative indicator of mobility in the labour market. 
A main hypothesis is that EPR strictness affects tenure in a positive 
direction, because the rules imply that seniority gives more job securi-
ty. We make use of individual-level data from the European Working 
Conditions Survey 2010, including 24 countries and more than 23,000 
employees, and national-level data on EPR, unemployment and union 
density. Our analyses reveal that effects of the institutions mostly 
appear as interactions with individual-level variables. The effect of 
age, which as expected is strongly related to tenure, increases with 
stricter EPR – for both regular and temporary workers. Union density 
however works as a counterforce in this regard by decreasing the age 
effect. The presence of employee representatives in the workplace is 
also linked to longer tenure. EPR strictness for temporary employees 
decreases the significance of this factor, that is, the effect of having 
employee representatives becomes smaller with stricter regulation. 
Moreover, stricter rules for permanent employees increase the differ-
ence in tenure between temporary and permanent workers.  
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Flexicurity and employers: the Missing Link. 
   
Bredgaard. Thomas (Associate Professor, Ph.D.), Per Kongshøj Mad-
sen (professor), Mads Peter Klindt (assistant professor), Stine Ras-
mussen (assistant professor) and Michael Friis Larsen (student assis-
tant).  
Department of Political Science, Center for Labour Market Research 
(CARMA)Aalborg University, Denmark, thomas@dps.aau.dk  
 
Work in progress. Do not quote without permission of authors. 
  
The main principle of flexicurity policies and strategies is to balance 
and integrate the interests of both employers and employees. Despite 
this starting point, the conceptual and empirical knowledge of the role 
of employers and flexicurity is limited. 
In this article we briefly review the academic and political “flexicurity 
debate” in the last decade. We find that despite the starting point of 
finding new balances between employers and employees, the concep-
tual and empirical work on the role of employers in flexicurity is lim-
ited and fragmented. 
 
In the literature, the Danish model of flexicurity has been the prime 
example of a real-life flexicurity labour market. We, therefore, exam-
ine the main assumptions of the role of employers in flexicurity and 
test how employers actually perceive and behave in the Danish labour 
market. The empirical data originates from a large-scale representa-
tive survey on the attitudes, perceptions and actions of employers in 
the Danish flexicurity-model..  
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Flexicurity-modellen og dens forandring belyst med institutional 
teori 
 
Bredgaard, Thomas, Department of Political Science, Aalborg Uni-
versity, Denmark, thomas@dps.aau.dk   
Per Kongshøj Madsen, Department of Political Science, Aalborg Uni-
versity, Denmark, pkm@dps.aau.dk  
Stine Rasmussen, Department of Political Science, Aalborg Universi-
ty, Denmark, sra@dps.aau.dk   
Michael Friis Larsen, Department of Political Science, Aalborg Uni-
versity, Denmark, mla09@student.aau.dk  
Mads Peter Klindt, Department of Political Science, Aalborg Univer-
sity, Denmark, mpk@dps.aau.dk 
 
Dette paper er et kapiteludkast til en bog om status og udfordringer 
for den danske flexicurity-model. Kapitlet indeholder to teoretiske 
analyser. Først en analyse, der anskuer modellen ud fra perspektivet 
om institutionel komplementaritet, der kenders fra litteraturen om 
varieties of capitalism. Institutionel komplementaritet handler om 
hvorledes institutioner på forskellige måder kan understøtte hinanden 
og bidrage til virksomheders konkurrenceevne. Vi gennemgår hvorle-
des flexicurity-modellen både omfatter institutionelle kompensations-
effekter og forstærkningseffekter. Dernæst indeholder kaptilet en ana-
lyse, der beskriver de senere års ændringer af modellen i lyset af 
teorien om gradvis institutionel forandring. Både det danske dag-
pengesystem og den aktive arbejdsmarkedspolitik er blevet ændret i 
de senere år. Afslutningsvis diskuteres det, hvordan institutionel 
forandring påvirker institutionel komplementaritet. 
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Temporary agency worker – precarious worker? 
  
Håkansson, Kristina and Tommy Isidorsson, Department for Sociolo-
gy and Work Science, University of Gothenburg. Sweden  
Kristina.Hakansson@socav.gu.se & Tommy.Isidorsson@socav.gu.se 
 
Sweden distinguishes itself as a country with the best prerequisites 
regarding equal treatment for temporary agency workers. They have 
the same possibility to open ended contract as other employees and 
for blue-collar workers pay is in accordance with the average pay at 
the workplace. In addition the guarantee pay in-between assignments 
is a security net. 
This paper aims at elucidate the precariousness among temporary 
agency workers highly integrated with user-firm employees and shar-
ing the same work-tasks. The paper is founded on a survey to both 
user firm employees and temporary agency workers in one manufac-
turing plant in Sweden.  
Our analysis shows that temporary agency workers can overcome 
some of the features of the precariat – in our case they are integrated 
in the work organisation and there is no difference in the management 
relationship. Further, our analysis shows that the border line is not 
between different kinds of employment contract. This is in accord-
ance with Standing’s discussion.  In our analysis all employees, both 
user firm employees and temporary agency workers, have open ended 
contracts, but there are still differences in the perception of job securi-
ty. This perception is also a main characteristic of the precariat 
(Standing 2009; 2011).  
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McJobs – Stress related symptoms among men and women in the 
high-touch sector. 
  
Håkansson, Peter, CTA, Malmö högskola, Sweden,  
peter.hakansson@mah.se  
Christina Lindkvist Scholten, CTA, Malmö högskola, Sweden, 
christina.scholten@mah.se  
 
This paper investigates differences in stress related symptoms among 
men and women in the high-touch sector. The new high-touch sector 
has been defined as low skilled, generic, and customer oriented jobs 
in, for example, restaurants, hotels and trade. In the high-touch sector 
influence over work is eroded by uncertainty and insecure employ-
ment conditions. There is reason to believe that people with insecure 
conditions might be more vulnerable for stress related symptoms. 
Also, the young, and specifically young women, are overrepresented 
in this sector. We know from earlier research that women more often 
report stress related symptoms than men. This study confirms these 
results. In this study the probability for women is 50% higher to be hit 
by stress related symptoms than for men. Also education shows a 
significant result. The highly educated has 50 percent lower probabil-
ity than the low educated to be hit by stress related symptoms. How-
ever, high-touch occupations show no significant difference from 
other occupations when it comes to stress.  
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Incidence and intensity of employer-funded training in Finland – 
does the type or motive of temporary or part-time work matter 
for the outcomes. 
  
Kauhanen, Merja, Labour Institute for Economic Research, Finland, 
merja.kauhanen@labour.fi  
Nätti, Jouko, School of Social Sciences and Humanities, University of 
Tampere, Finland, jouko.natti@uta.fi  
Satu Ojala, School of Social Sciences and Humanities, University of 
Tampere, Finland, satu.ojala@uta.fi  
  
This article studies the impact of different job contract types on par-
ticipation in the employer-funded training and on its intensity. In the 
analysis job contract types are adjusted to take into account the heter-
ogeneity in different types of temporary and part-time work. In the 
statistical analyses we use data from the Finnish Quality of Work Life 
Surveys from years 1997, 2003 and 2008. As our data covers a period 
of over ten years, we are also able to study changes in the incidence 
and intensity of employed-funded training by the type of employment 
contract. 
We investigate the impact of the type of job contract on receiving 
employer-funded training using probit regressions where in addition 
to the job contract type we control for a large number of individual-
specific characteristics and job-specific characteristics. Our prelimi-
nary results imply that there exist differences in the probability of 
participation in the employer-funded training by the type of employ-
ment contract and also within workers in flexible contracts. Probabili-
ties of participation in the employer-funded training have increased 
for all groups from 1997 to 2008, but the differences between the 
groups have remained around the same. Our results from hurdle nega-
tive binomial models studying the intensity of the employer-funded 
training show that there are also differences in the training intensity 
by the contract type.  
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Vulnerability and Resilience at the Edge of the Danish Labour 
Market. 
   
Nielsen, Helene Pristed, Aalborg University, Denmark,  
pristed@cgs.aau.dk  
  
In the spring 2011, and again during summer 2012, the small provin-
cial town of Hirtshals (approx. 6000 inhabitants) in the region of 
North Denmark was home to the two - so far - most spectacular sym-
bols of the success of an emergent offshore sector in the region, 
namely the upgrading and overhauling of the two jack-up rigs ‘Mærsk 
Guardian’ and ‘Mærsk Giant’. This paper builds on biographical in-
terviews with a number of local men and women from North Denmark 
whose working lives were directly affected by the two projects on 
upgrading ‘Guardian’ and ‘Giant’. All of the interviewees worked 
either directly on upgrading the rigs, or in auxiliary functions such as 
providing food and lodging for the great number of workers working 
night and day for the three months each rig was docked in Hirtshals. 
In dialogue with theories on the effects of globalisation on labour 
market realities, the paper discusses local attitudes and experiences 
regarding flexibility and mobility in a globalized labour market. Ap-
plying a theoretical framework based on the terms vulnerability and 
resilience (Ibert and Schmidt 2012), the paper discusses various strat-
egies for seeking solutions to the local labour market challenges based 
on the attitudes and experiences of the respondents.  
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Temporary work, perceived job insecurity and subsequent long 
sickness absences 
 
Nätti, Jouko, School of Social Sciences and Humanities, University of 
Tampere, Finland, jouko.natti@uta.fi  
Merja Kauhanen, Labour Institute for Economic Research, Helsinki, 
Finland, merja.kauhanen@labour.fi  
Satu Ojala, School of Social Sciences and Humanities, University of 
Tampere, Finland, satu.ojala@uta.fi  
 
There is a considerable amount of evidence showing that temporary 
work and job insecurity are associated with decreased well-being. 
Furthermore, recent studies indicate that perceived job insecurity is 
related to strain among permanent workers, but not or less so among 
temporary workers. The present study contributes to the existing liter-
ature by relaying on longitudinal register-based data in examining 
whether the effects of job insecurity on long-term sickness absence 
vary according to the contract type (permanent or temporary). Empiri-
cal analyses are based on the pooled data of representative Finnish 
Quality of Work Life surveys (1997, 2003 & 2008) merged with reg-
ister-based follow-up data held and maintained by Statistics Finland 
(N=8238). A negative binomial model was used in the analysis of 
long-term sickness absence days. The results were adjusted for vari-
ous background, work and health-related factors. The results indicate 
that both temporary contract type and job insecurity increased long-
term sickness absence. Furthermore, there was an interaction effect: 
job insecurity increased sickness absence days among employees with 
temporary contract, but not among employees with permanent con-
tract.  
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Job quality and later work career in part-time and temporary 
work: (1) introducing the research project and (2) findings on 
part-time work and work-life balance 
  
Ojala, Satu, School of Social Sciences and Humanities, University of 
Tampere, Finland, satu.ojala@uta.fi 
Jouko Nätti, School of Social Sciences and  Humanities, University of 
Tampere, Finland,  jouko.natti@uta.fi  
Merja Kauhanen, Labour Institute for Economic Research, Finland, 
merja.kauhanen@labour.fi  
 
Increase in part-time employment as well as in temporary employment 
may have critical connections with later work career, mediated by job 
quality. It has been assumed that temporary and part-time employees 
may be in a more vulnerable situation not only because of the insecure 
nature of their employment contract but also because of lower job 
quality in issues like demands, autonomy and skills needed at work. 
Especially connections between job quality and work careers in part-
time and temporary employment need more attention. 
Our research project “Job quality and later work career in part-
time and temporary work” (2013–2014), funded by the Finnish Work 
Environment Fund, examines these issues. The data consists of the 
Finnish Quality of Work Life Survey time series data (1977, 1984, 
1990, 1997, 2003 and 2008) which is augmented with register data 
from 1970 through to 2011. Register data includes annual details of 
e.g. later employment, unemployment, branch of economy, occupa-
tion and income. Preliminary findings on part-time work and its con-
nections to work-life balance are discussed in this presentation.  
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Gender (in)equality contested: Precarious work in a project based 
organization 
  
Olofsdotter, Gunilla, Department of Social Sciences, Mid Sweden 
University, Sweden. gunilla.olofsdotter@miun.se 
Maria Rasmusson, Department of Education, Mid Sweden University, 
Sweden. maria.rasmusson@miun.se  
 
In constructing and engineering, workers with different organizational 
belonging are working together, often on a project-by-project basis. 
When precarious workers enter an organization, existing power rela-
tions, organizational practices and gender relations are challenged and 
changed. Our aim is to investigate patterns of segregation and gender 
inequality in a technology-intensive organization responsible for 
building and operating all national roads and railways in Sweden. A 
questionnaire has been administered to regular employees, contracted 
staff and self employed consultants working in the organization. The 
analysis is guided by the theoretical framework of ´inequality re-
gimes´ as presented by Acker (2006). The results indicates that inter-
secting patterns of inequalities based on gender, age and terms of 
employment is present, and not only persist but even increases when 
precarious groups of workers are joining the organization. The group 
that stands out is the self employed consultants; they have the highest 
salary, lowest education, highest mean age and only a single woman 
out of 119 in this category. This group of male workers seems privi-
leged in many ways as they express that they are highly valued and 
encouraged by the management compared to the other groups. These 
results call for further analysis of the intersecting patterns of inequali-
ties in the organization on aspects such as goal achievement, the self-
image, collaboration, and knowledge transfer.  
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Unemployment as an environment – employability, stress and 
insecurity. 
  
Saloniemi, Antti, School of Social Sciences and Humanities / Pori, 
The University of Tampere, Finland, antti.saloniemi@uta.fi  
Pekka Virtanen, Institute for Advanced Social Research / School of 
Health Sciences, Finland, pekka.j.virtanen@uta.fi  
 
The study concentrates on the mechanisms between perceived market 
risks, well-being, and economic macrostructures. Labour market risks 
are classified in three categories: threat of unemployment, threat of 
job loss without unemployment risk and secure employment positions. 
A stress symptom score was used as an indication of well-being.  
We test a two-fold hypothesis: (i) the connection between stress 
and unemployment risks is stronger during the time of high unem-
ployment and (ii) the situation where the threat of job loss is not con-
nected with the threat of unemployment is associated to stress less 
strongly during the period of high unemployment.  
 In Finland, the 80s was time labelled with low unemployment, 
however, the deep crises in the 90s changed the situation profoundly.  
We utilized nationally representative surveys depicting Finnish work-
ing life from the years 1984, 1990, 1997 and 2003. 
The first hypothesis did not get support. A strong association be-
tween stress levels and labour market risks was confirmed, but this 
association did not depend on variation of the unemployment rate. 
The second hypothesis did not either get unequivocal support: The 
stress levels did not vary with the type of labour market risks, i.e. high 
employability did not moderate the consequences of labour market 
risks.  
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Protected precarity and liberal security: employment and repre-
sentation security in regulatory frameworks of temporary agency 
work in Sweden and Poland. 
   
Strauss-Raats, Pille, Department of Sociology and Work Science, 
University of Gothenburg, Sweden, pille.strauss.raats@socav.gu.se  
 
Widening use of temporary agency work, notable for its triangular 
employment relationship, is a controversial trend in the European 
Union. While seen as a necessary flexicurity tool, it is also associated 
with precarious working conditions through ‘outsourcing’ traditional 
employer responsibilities. Acknowledging the risks, most national 
regulatory regimes attempt at regulating this sector. This study takes 
two forms of labour (in)security as described by Guy Standing for a 
starting point and investigates how employment and representation 
security in temporary agency work sector in Sweden and Poland 
might be conditioned by the local regulatory regimes. Data on regula-
tory mechanisms by both state and non-state actors is collected 
through reviewing legal acts, collective agreements, reports as well as 
previous literature. Preliminary results show that the Swedish tradi-
tion of self-regulation through independent collective bargaining has 
integrated agency workers into the existing labour institutions even 
when the statutory legislation is liberal. Poland, on the other hand, 
uses strict statutory regulation and state enforcement that has resulted 
in high incidence of ‘forced’ self-employment in this sector. Current 
working paper forms a first step of a wider comparative research pro-
ject on working conditions and social integration of temporary agency 
workers in Sweden and Poland.  
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How does insecurity among employees relate to support for em-
ployment policy measures? The case for flexicurity. 
  
Vulkan, Patrik, Department of Sociology and Work Science, Göte-
borg University, Sweden. patrik.vulkan@socav.gu.se  
 
This article aims to uncover what support there is for the different 
policy measures in the labour market among employees with regard to 
a restructuring along the lines of flexicurity, and especially how dif-
ferent forms of insecurity relates to employees opinions on policy 
measures. The data used in this paper is based on a postal survey 
among Swedish employees conducted in 2010. The sample used the 
ordinary labour force survey (LFS). The response rate was 54 per cent 
(2023 responses). The results show that employee opinion on the 
measures are divided into two dimensions, one containing policy 
measures that belong to a neoliberal paradigm and one belonging a 
keynesian and social investment paradigm. Regression analysis show 
that several forms of insecurity have a significant relationship with 
the latter dimension, with greater insecurity related to greater support 
for these forms of policy measures. Insecurity does not seem to have a 
significant relationship with the neoliberal policy measure.  
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Time to close: unintended consequences of early announcement of 
factory closure. 
  
Arman, Rebecka, Ph.D. and Ola Bergström, prof. School of Business, 
Economics and Law, Gothenburg University, Department of Business 
Administration, the Management and Organization section, Sweden 
rebecka.arman@handels.gu.se; ola.bergstrom@handels.gu.se  
 
This paper explores the unintended consequences of early announce-
ment of factory closure, something that is often considered positive 
because it provides time for employees to anticipate a forced job-
transition and because it allows social dialogue. The paper reports on 
a case study of the closure of a Swedish packaging plant of Global 
pharmaceutical company and an analysis of the consequences of the 
enactment of different organizational time approaches. The closure 
process was characterized by a relatively long transition period from 
the time the decision on the closure of the plant was taken and an-
nounced during 2008 to the main part of the facility was shut down in 
2011. The results indicate that the long transition and differences in 
approaches to time (and timing) in relation to the closure of opera-
tions were important for the conflicts and agreements between the 
employer and employees. Long transition periods and anticipation 
means that activities are exposed to specific dynamics that can be 
difficult to influence and prepare. It is not only that the external con-
ditions may change. But also, internal dynamics of the employee and 
management's relationship to each other change over time in ways 
that are difficult to predict and manage for both parties. 
 
Key words: downsizing, closure, organizational time, anticipation, 
early warning.  
 
The full paper will be provided to track participants but for confiden-
tiality reasons will not be spread to all conference participants. Cop-
ies may be requested from the authors. 
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Plant closures, temporary workers and a management controlled 
setting: Further evidence on the Closedown effect. 
  
Hansson, Magnus, Örebro University School of Business, Sweden,  
magnus.hansson@oru.se  
Rune Wigblad, Strömstads Akademi, Sweden, runblad@gmail.com 
Alexis Rydell, Dalarna University College, Sweden, ary@du.se  
 
This paper challenges the reach of previous research on organization-
al death and closedowns, by analyzing an empirical evidence from 
cases where the control system during the closedown period was in-
tact. Here we analyze Scanias closure concerned two plants in Swe-
den. In contrast to previously reported closedown cases, Scania main-
tained their management and control system and kept on “business as 
usual” throughout the closedown processes. Still, a Closedown effect 
was recorded. In our analysis, we elaborate on a set of complementary 
yet challenging explanations to the Closedown effect and put specific 
emphasis on two aspects; a maintained socially responsible manage-
ment control system and the high level of temporary workers that 
were present in operations during the closedown process. This paper 
extends both the theoretical and empirical domains of the plant clo-
sure research. Theoretically, the paper elaborates on possible implica-
tions with these new empirical findings on hand concerning further 
understanding of the Closedown effect. Empirically, this paper en-
counter one case in which corporate management initiated both capi-
tal investments and implemented a newly designed product and pro-
duction process, during the closedown process, i.e. practicing a strong 
management control.  
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Process of change - competence development as a restructuring 
strategy. 
  
Jönsson, Sandra, Malmö University,Sweden, sandra.jonsson@mah.se  
Tobias Schölin, Lund University, Sweden tobias.scholin@fek.lu.se   
 
In the context of restructuring, increased globalization has expanded 
international competition that in turn has put additional pressure on 
organizational transformation, restructuring, reorganization and ra-
tionalization. The overall aim of this study is to analyze and problem-
atize competence development as an active strategy in a restructuring 
process. More specific, the aim is to analyze and contextualize the 
outcomes of a restructuring strategy in terms of a formal educational 
training. On two occasions, questionnaires focusing on learning, or-
ganizational commitment, self-efficacy and job satisfaction were used 
to collect data among factory workers in Scania, Sweden. The first 
data collection process started in January, 2010 (T1) (about one year 
into the educational program). The second data collection process 
started in November, 2011 (T2) (about six months after the program 
had ended). At T1, a total of 453 persons answered the questionnaire, 
which resulted in a 70% response rate. At T2, a total of 301 persons 
answered the questionnaire, which amounted to a response rate of 47 
percent. The result indicates that the experience of learning, commit-
ment and job satisfaction have decreased between T1 and T2 (no dif-
ference regarding self-efficacy). Depending on the purpose of the 
intervention, the results can be interpreted in different ways.  
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Finding the way out of crisis: an analysis of employee representa-
tives' action during adjustment processes in newspaper compa-
nies. 
 
Kervinen, Heidi, University of Tampere, Work Research Centre, Fin-
land, Heidi.A.Kervinen@uta.fi  
Jørgen Svalund, Fafo, Norway, Jorgen.Svalund@fafo.no  
 
The challenges stemming from the crowing diversity in media con-
sumption and the global financial crisis have questioned the tradition-
al business model in the newspaper industry. In the aftermath of the 
financial crisis, several newspaper companies conducted adjustment 
processes in order to improve their situation. Based on interview data 
gathered from three Norwegian and three Finnish companies the em-
ployee representatives’ action during these processes is studied. 
The analysis hints that the employee representatives’ arenas for ac-
tion might be narrowed if voluntary exits override collective bargain-
ing and professional institutional logic. This might happen if the cor-
porate logic distances the local representatives from the local decision 
making thus reducing cultural-cognitive resources needed to create an 
understanding on the different logics embedded in the adjustment 
process and their possible long-term effects on the work organization. 
However, the analysis indicates that the Norwegian regulative envi-
ronment, especially its stricter seniority based selection criterion, 
enables union representatives’ regulative influence regardless of indi-
vidualized and voluntary based downsizing processes. 
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Sudden structural change in the “Nokia-city” of Salo – how to 
cope with unemployment? 
 
Ylikännö, Minna, Ph. D., Senior Researcher, Department of Social 
Research, University of Turku, Finland, minna.ylikanno@utu.fi  
Sari Kehusmaa, M.Econ., Researcher, Research Department, Social 
Insurance Institution of Finland, sari.kehusmaa@kela.fi 
 
In Finland, Nokia was until recently in a core of ICT cluster employ-
ing thousands of people. Salo, a city with 54 500 inhabitants situating 
in the south-west Finland, was known as one the “Nokia-cities” with a 
significant share of all employees employed by Nokia. In August 
2012, Nokia announced that it will end all device assembly at its fac-
tory in Salo leaving nearly more 700 people without work in addition 
to earlier layoffs concerning more than 3 000 workers. Since 2009, 
Salo is an area of sudden structural change. In the “Sudden structural 
change – case Salo 2013-2023” research project a survey has been 
conducted collecting information about social and economic welfare 
as well as the use of public services a year after the shutdown of the 
Nokia assembly factory. The survey data includes 2 133 inhabitants of 
Salo from four age cohorts. In this paper we exploit the job loss mod-
el by Latack et el. (1995) to investigate unemployment as a dynamic 
process. We compare those laid off from Nokia to those laid off by 
other employers, and also according to the length of unemployment. 
According to preliminary results, those laid off by Nokia have better 
coping resources than other unemployed in Salo. However, the pro-
longed unemployment seems to hinder the coping with unemployment.  
 
Key words: Plant closure, job loss, unemployment, coping 
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“Radical Consent”: Norwegian cases of labour-management con-
sensus on plant closures. 
 
Øyum, Lisbeth, SINTEF Technology and Society, NO-7465 Trond-
heim, Norway, Lisbeth.oyum@sintef.no  
Tove Håpnes, SINTEF Technology and Society, NO-7465 Trondheim, 
Norway, Tove.Hapnes@sintef.no  
 
This paper explores cases of radical incidents of union-management 
collaboration on plant closures, taking place within the Norwegian IR-
system. The processes are unique and independent in the sense that 
they have taken place as separate incidents and in different locations, 
although in the same corporation, the Metal Corporation. The authors 
of this paper have evaluated both closures. Very little is found within 
the IR literature on social partnership collaboration on closures, 
which can be perceived as a radical downsizing as all employees lose 
their jobs. Our cases of social partnership agreements, called “bipar-
tite closure committees” demonstrate high levels of trust between 
local plant management and the local trade union. This trust has been 
developed over time and shaped by mutual labour-management inter-
est of the survival of the plant, as well as supported by national social 
partnerships agreement and legislation. Within a context of union 
orientation and social partnership strategies the cases serve to widen 
the opportunity set for collaboration. Although being supported and 
supplemented by national IR legislation and regulation, what unions 
and management actually do in partnerships results from organiza-
tional tradition and a shared framework of business knowledge. Our 
argument is that by increasing trade unions’ business knowledge they 
are better equipped for deciding whether to be cooperative or not.  
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Management practices facilitating both innovation and well-being 
at work 
  
Aho, Simo, University of Tampere,Finland,  simo.aho@uta.fi 
Jaana Minkkinen, University of Tampere, Finland  
Ari Mäkiaho, University of Tampere, Finland 
 
Many researchers and policy makers as well as employer and employ-
ee organisations are interested in how both good economic perfor-
mance and good quality of working life and employee well- being 
could be achieved simultaneously. In this study, the research question 
is, which management and organisational practices are connected to 
the situation, where the organisation has developed new products or 
services and at the same time, employees report high engagement in 
work. We find out that innovation and work engagement do not co-
variate strongly. The co-incidence of both is predicted by e.g. in-
volvement of employees in teams for development and employee in-
fluence on their tasks. These results are to be considered as a pilot 
analysis for preparation of later elaborations. 
The research is part of the Finnish MEADOW project. MEADOW 
(Measuring the Dynamics of Organisation and Work) is a survey tool 
to gather information on organisational and management practices, 
their change, and their economic and social impacts. The leading idea 
is to combine interview data from both employers and employees of 
the same firms and organisations.  
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The Demands of Working Life: Recontextualising Old Models. 
  
Byrne, John-Paul, Department of Sociology/NIRSA, NUI Maynooth, 
Ireland, johnpaul.byrne.2013@nuim.ie 
 
The OECD (2012) recently highlighted how changes in working con-
ditions due to structural developments over the last decades are rais-
ing concerns as to whether these developments might worsen the men-
tal health of workers. Such developments include rapidly developing 
technological capabilities, an increasingly volatile capitalism, the 
valorisation of shareholder value, and organisational strategies which 
seek ever more flexibility. These structural shifts have transformed 
the employment relationship, the organisation of work, the demands 
of working life, and the way work affects workers. Key models link-
ing work and health note the importance of control (task, status) in 
negating the impact of high demands at work (Karasek 1979; Siegrist 
1996). However, theoretical frameworks now need to account for high 
autonomy acting as a facilitator for, rather than protection from, psy-
chosocial risk factors, and the influential role of the wider institution-
al setting of working lives. Based on initial descriptive statistical 
analysis and semi-structured interviews with experts in Denmark, this 
paper will relocate these influential models and in doing so explore 
new analytical paths and conceptual developments linking the modern 
conditions of working life and mental health outcomes.  
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Sociotechnical theory of 21st century. 
   
Hvid, Helge, Roskilde University, Denmark,  hh@ruc.dk 
Peter Hagedorn-Rasmussen, Roskilde University, Denmark, peter-
hag@ruc.dk  
 
Sociotechnical theory has in decades had a positive influence on 
wellbeing at work, especially in the Nordic countries. Sociotechnical 
theory has contributed to a common orientation among consultancies, 
managers, trade unionists politicians and researchers concerning the 
organization of work in the Nordic countries. Sociotechnical theory is 
influential and widespread; however sociotechnical theory is largely 
tacit knowledge. The historical roots of sociotechnical theory and the 
content of the sociotechnic are not known by younger generations. 
And, what perhaps is even more important, the current challenges of 
the sociotechnical theory has not been widely discussed. 
 
Three tracks in sociotechnical theory are identified, all of which are 
challenged by current developments in work: 
1. The design-oriented track, which was where socio-technic started 
(Trist, Bamforth, Emery , Thorsrud). Productivity with ‘a human face’ 
is the goal. 
2. The motivation oriented track, which can be traced back to Hack-
man and Oldham's work. Focus here is on self-realization and social 
support.  
3. Dialogue and Democracy, emphasized by Gustavsen. The aim here 
here is to create space, time and procedures for employees and man-
agers to express wishes and visions.  
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Development of a tool for integrating Value Stream Mapping and 
ergonomics in healthcare - A Nordic Multicenter study 
  
Jarebrant, Caroline, Swerea IVF & University of Gothenburg, De-
partmen of Sociology and Work Science, Sweden,  
caroline.jarebrant@swerea.se  
Birna Dröfn Birgisdóttir, Reykjavik University, Iceland  
Kerstin Dudas, Sahlgrenska University Hosp & University Gothen-
burg, Sahlgrenska Academy, Inst Health & Care Science, Sweden  
Kasper Edwards, Technical University of Denmark, Department of 
Management Engineering, Denmark 
Sigrún Gunnarsdóttir, University of Iceland, Iceland 
Ulrika Harlin, Swerea IVF, Sweden 
Jan Johansson Hanse, Nordic School of Public Health NHV, Gothen-
burg, Sweden & Dept. Psychology, University Gothenburg, Sweden 
Jørgen Winkel, University of Gothenburg, Dept. of Sociology and 
Work Science, Box 705, SE-405 30 Gothenburg, Sweden  
(jorgen.winkel@gu.se) & Technical University of Denmark, Dept. of 
Management Engineering, Denmark 
 
Background: A recent review has documented mostly negative effects 
of rationalization on musculoskeletal and mental health and corre-
sponding risk factors, particular for the healthcare sector (Westgaard 
& Winkel, 2011). The review concludes that “tools and methodolo-
gies should be developed that allow concurrent tuning of performance 
and wellbeing considerations in a rationalization process”. 
Lean Practices are increasingly used in healthcare and Value 
Stream Mapping (VSM) seems to be a commonly used and powerful 
tool to minimize waste i.e. non-value-adding tasks (non-VAT) (Keyte 
& Locher, 2004). Several studies show that non-VAT often offer less 
risky physical and psychosocial exposures (e.g. Kazmierczak et al, 
2005; Østensvik et al, 2008; Palmerud et al, 2012; Jonker et al, 2013).  
VSM is a participatory tool, i.e. those affected are performing the 
analyses and subsequently suggesting the interventions. Participation 
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in the intervention process has been shown to be crucial to increase 
ownership of the interventions and thereby increase impact. Rational-
izations based on VSM may therefore offer a procedure suitable to 
include working environment issues. Further, workplaces in the Nor-
dic countries seem to offer good opportunities for realizing a true 
participatory approach using VSM (Guðmundsson, 1993; Westgaard 
& Winkel, 2011). On this background an ergonomic module to VSM, 
the ErgoVSM, has been developed to increase the sustainability of the 
organisation when using VSM. The module is based on existing sci-
entific evidence and has been developed in close co-operation with 
end users. ErgoVSM has recently been evaluated in a Nordic Multi-
center Study within healthcare (Winkel et al, 2012). On the basis of 
these experiences the tool has been simplified to increase usability.  
Aim: To present the most recent draft Nordic version of the Er-
goVSM tool for healthcare and some contextual factors influencing 
the intended impact of the tool. 
Material and Methods: The ErgoVSM tool is tested at 7 wards on 
4 different hospitals in Denmark, Iceland and Sweden. The tests in-
clude assessment of tool usability and main factors facilitating or 
inhibiting the intended impact of the tool. On the basis of these trials 
a final version of the ErgoVSM is developed. 
The ErgoVSM tool: According to common VSM procedure the 
Current State is mapped (visualized) followed by a similar procedure 
regarding a wanted Future State. The Ergo-module includes assess-
ments of physical exposures (posture, forces, variation, porosity) and 
psychosocial exposures (demands, control, variation, communication, 
porosity). It focuses task as well as values stream level. The exposures 
are assessed by ratings scales with verbally defined end points. The 
analysis includes discussion of solutions and establishment of an Ac-
tion Plan needed to realize the wanted Future State. 
Main contextual factors influencing the intended impact of the tool 
seem to be previous Lean experience, management style, volume of 
competing projects and type of value stream analysed. 
 
Financial support: The Nordic Council of Ministers and national 
grants 
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Stream 8. Quality of work in Nordic countries 
 
Time pressure, working time control and long-term sickness ab-
sence. Prospective study among Finnish employees. 
   
Nätti, Jouko, School of Social Sciences and Humanities, University of 
Tampere, Finland, jouko.natti@uta.fi  
Timo Anttila, Dept. of Social Sciences and Philosophy, University of 
Jyväskylä, Finland, timo.anttila@jyu.fi  
Tomi Oinas, Dept. of Social Sciences and Philosophy, University of 
Jyväskylä, Finland, tomi.oinas@jyu.fi   
 
Perceived time pressure at work has increased in most European 
countries during last decades. For employees’ health and well-being 
time pressure may be harmful. The aim of this register-based follow-
up study is to investigate whether the effects of time pressure on long 
sickness absence vary by the level of working time control. The data 
is taken from the Finnish Quality of Work Life Survey 2003 (n=3400), 
a representative sample of Finnish 15-64 year old employees, com-
bined with a register-based follow-up from Statistics Finland covering 
the years 2002–2006. In the 2003 survey employees were asked on 
perceived time pressure and to what extent they had control over 
working time. The register data included information on long-term 
(more than 10 days) sickness absence. A negative binomial (NB) 
model was used in the analysis of long sickness absence days during 
2004-2006. The results are adjusted for several background, work and 
health-related factors and controlled for baseline absenteeism in 2002. 
The results indicate that working time control moderates the effects of 
the working time pressure, i.e. high control decreased sickness ab-
sence in the group of high time pressure, but not in the group of low 
time pressure. Thus, establishments which use working time control 
as a human resource instrument may benefit from reduced absentee-
ism. 
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Stream 8. Quality of work in Nordic countries 
 
The Effect of Job Quality on Early Retirement in Finland. 
   
Oinas, Tomi, Department of Social Sciences and Philosophy, Univer-
sity of Jyväskylä, Finland, e-mail tomi.oinas@jyu.fi  
Timo Anttila, Department of Social Sciences and Philosophy, Univer-
sity of Jyväskylä, Finland, e-mail timo.e.e.anttila@jyu.fi  
 
We present first results from project examining how different dimen-
sions of job quality affect individually and in combination to early 
retirement in Finland. In the background of our research is the lively 
discussion on aging workforce and need for increasing employment 
levels in Europe. Concerns regarding the long-term financial sustain-
ability of the welfare state have stimulated a renewed research interest 
in retirement behavior. In Finland the question on prolonging working 
lives is especially acute in as Finland is currently one of the most 
rapidly ageing countries in the world towards 2020.  
Our analyses are based on Finnish Quality of Work Life Survey 
from 1990 merged with annual register-based follow-up data from 
1990 to 2008. We employ Job Quality Index (JQI) to identify key 
dimensions of job quality: pay, intrinsic characteristics of the job, 
terms of employment, health and safety, and work-life balance. Cox 
proportional hazards model was used to analyze how different dimen-
sions of job quality predicted the probability early retirement (disabil-
ity, unemployment, or voluntary redundancy) during the follow up 
period of 18 years. According to the results all dimensions of JQI 
contributed to the model and were linked to the probability of early 
retirement. High level of job quality was connected to reduced risk of 
early retirement. Our results indicate that increasing the quality of 
jobs may indeed promote longer work careers. 
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Stream 8. Quality of work in Nordic countries 
 
Challenging management situations in managing occupational 
health and safety 
  
Tappura, Sari, Department of Industrial Management, Tampere Uni-
versity of Technology, Tampere, Finland, sari.tappura@tut.fi  
Sirpa Syvänen, School of Management, University of Tampere, Tam-
pere, Finland, sirpa syvanen@uta.fi  
 
Good working conditions and successful occupational health and 
safety (OHs) management ensure the health and safety of employees, 
help to maintain their work ability and support the quality of working 
life and performance. In order to achieve these, the employer’s OHS 
responsibilities and managers’ role representing the employer should 
be emphasized in organizations. Different kinds of challenging situa-
tions (e.g., mental or physical overload, work-related illness and inju-
ries, problems of work ability, conflicts, or malpractices) in the work 
community may impede the well-being and productivity of employees. 
Employers are responsible for proactive risk assessment and active 
solving of problems in the work community prescribed by OHS legis-
lation. The objective of this paper is to discuss the challenging OHS 
management situations that managers encounter. The results are based 
on thematic interviews and inquiries with line managers in three Finn-
ish public sector service organizations. According to the respondents, 
the most challenging OHS management situations are related to ad-
ministration and resources, support for managerial work, giving of 
feedback, and conflicts due to dysfunctional work community. Both 
the managers’ own competence and resources as well as organization-
al support have an impact on solving challenging situations success-
fully. In the future, organizational resources, procedures, and rules for 
supporting managers should be emphasized.  
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Stream 9. Intersectional perspectives on Nordic working life 
  
Materialist dialectics in Ilyenkov and Wittig. 
   
Granberg, Magnus, Department of Social Science, Mid Sweden uni-
versity, Sweden, magnus.granberg@miun.se  
 
This paper takes as its point of departure Derrida’s essay ‘Structure, 
sign and play in the discourse of the human sciences’ to introduce the 
problem of understanding intersectionality in terms of concrete uni-
versals. The latter refer to the real existence of cellular forms of 
emergent totalities, a conception which I discuss with reference to the 
works of Evald Ilyenkov and Monique Wittig. The common elements 
of their philoso-phies point to a materialist way of thinking intersec-
tionality, beyond the ‘categorical’ approach which inevitably results 
from a non-dialectical frame. The benefit of the per-spectives opened 
up by Ilyenkov and Wittig is a materialist notion of universals as real 
abstractions, which entails a materialist concept of the ideal and a 
frame for analyzing the movement of totality and revolution (as op-
posed to the poststructuralist notions of ‘hegemony’ and ‘radical de-
mocracy’). An example based on research on labor conflict among 
registered nurses concludes the paper.  
 129 
Stream 9. Intersectional perspectives on Nordic working life 
 
Estonian cleaners: an intersectional analysis on ethnisiced labor 
in the Finnish labor market. 
  
Mankki, Laura, Department of Social sciences and philosophy, Uni-
versity of Jyväskylä, Finland, Laura.a.mankki@jyu.fi  
 
In this short paper I will try to show with few data-samples and refer-
ring to previous research how migrant workers and more precisely 
migrant cleaners are integrated into Finnish labor market based on 
their intersectional position. In Finland and also in other Nordic coun-
tries cleaning is an industry among for example construction work and 
care work in which has more migrant workers compared to other sec-
tors. In this paper I will consider two questions relevant to the topic 1. 
What kind of mechanisms lead to a kind of development described as 
segmentation or split of labor market?  2. How can we benefit from 
intersectional analysis in doing research on migrant workers? I argue 
that both of these questions invite to a detailed understanding of the 
context of the current labor market. In that sense intersectionality is 
used here in two ways:  Framing the context as based on structural 
intersectionality and looking into the positions of the migrant cleaners 
based on intersectional experiences.  
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Stream 9. Intersectional perspectives on Nordic working life 
 
Enduring inequalities? – Studying job quality at the intersection 
of class and gender. 
  
Mustosmäki, Armi, Department of Social Science and philosophy, 
University of Jyväskylä, Finland, armi.mustosmaki@jyu.fi 
Tomi Oinas, Department of Social Science and philosophy, Universi-
ty of Jyväskylä, Finland, tomi.oinas@jyu.fi 
 
Globalization with its many side-effects on working life is seen to 
pose accentuated risks especially for women and low skilled workers. 
On the contrary, highly educated have seen to be insulated from the 
downward movements of job quality. As a consequence, the gap be-
tween employees in different occupational positions is feared to grow, 
resulting in increasing polarization of job quality. In contrast to “uni-
versal theories”, institutional theories claim changes in work life 
might vary according to the institutional and cultural frameworks 
which might mediate the global pressures of change. For instance 
employment regime-theories propose that polarization risks as well as 
gender gap differ depending to the institutional context.  The aim of 
this article is to study job quality trends in Finland (representing the 
Nordic working life regime) at the intersection of class and gender: 
how job quality has changed in terms of skills, discretion, intensifica-
tion and job insecurity. Is polarization observed? Empirical analyses 
are based on six waves of Finnish Quality of Work Life survey (1977-
2008) carried out by Statistic Finland. Hypothesis on low risk for 
polarization in Nordic working life regime is empirically supported. 
The interaction effect of class and gender will also be analyzed –no 
evidence on comparative disadvantage of highly educated women is 
found.  
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Stream 9. Intersectional perspectives on Nordic working life 
 
An intersectional approach to reconciling work and childcare. 
  
Sihto, Tiina, Department of Social Sciences and Philosophy, Univer-
sity of Jyväskylä, Finland, tiina.sihto@jyu.fi 
 
Reconciling work and childcare and its gendered nature have been 
widely discussed in social sciences. However, the debate has not been 
approached from an intersectional perspective. In Finnish discussion 
about reconciling work and childcare the emphasis is put on the 
choices individuals (and individual families) make and not much at-
tention is given to how these choices are constructed. Choice can also 
be seen as a somewhat controversial concept, since many of the 
choices done in work-childcare reconciliation seem to be almost pre-
determined by one’s gender, educational level and labor market posi-
tion. 
The aim of my paper is to analyze how intersectionality could be 
used in the research about reconciling work and childcare. My focus 
is particularly on the intersection of gender and social class - more 
specifically on working-class and middle-class mothers of pre-school 
children.  
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Stream 9. Intersectional perspectives on Nordic working life 
  
What should we do instead? Gender equality projects and femi-
nist critique. 
  
Sjöstedt Landén, Angelika, Department of Social Sciences, Mid Swe-
den University, Sweden, angelika.sjostedt-landen@miun.se 
Gunilla Olofsdotter, Department of Social Sciences, Mid Sweden 
University, Sweden, gunilla.olofsdotter@miun.se 
 
This paper contributes to illuminate the actuality of equality politics 
and policies in Sweden in relation to their enactment and the actuality 
on the ground. The aim of the paper is to analyse what kind of subjec-
tivities that were constructed and explore how the concept of gender 
was articulated in a gender mainstreaming project at a Swedish gov-
ernment agency. We then use the analysis for discussing what femi-
nist subjectivities that were possible and what that in turn mean for 
articulating feminist critique within the project. We have used Ben-
shop & Verloo’s (2006) metaphor of Sisyphus to describe this prob-
lem in gender mainstreaming practices: it never comes down to trying 
to change the contours of the hill, only the ways in which the stone 
might be pushed up it. Our conclusion has been that we need to come 
up with ways of grading the hill—and of contributing to the politici-
zation of gender mainstreaming in the process. Feminists that insist on 
criticizing current orders are faced with the question: what do you 
think we should do instead, then? As feminist researchers, this has 
raised the question of what the conditions for feminist critique of 
gender equality as well as involvement in gender equality projects has 
in Sweden today.  
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Stream 9. Intersectional perspectives on Nordic working life 
 
Neoliberal governance in the Swedish public sector: themes for 
feminist work life research. 
  
Sjöstedt Landén, Angelika, Department of Social Science, Mid Swe-
den University, Sweden, angelika.sjostedt-landen@miun.se 
 
In this paper, I examine what neoliberal governance and ideology may 
be in a Swedish public sector context. I will give examples of how it 
plays out in policy. I will then relate that to existing research about 
how people experience work in public sector organizations under 
New Public Management regimes and lean production and manage-
ment in Sweden. Lean has become an essential tool of neoliberal gov-
ernance in Sweden (as well as in other countries). The body of re-
search that take seriously the experience of the workforce is however 
surprisingly small. I will describe in short terms what lean is and how 
it picked up in the Swedish public sector. Above all, I want to discuss 
what happens to people who work in lean organizations. I am particu-
larly interested in how it can feel: the desire to discover new things, 
compete against yourself and others and do things which one does not 
think were possible simultaneously with disgust that contribute to 
people locked into the performance measurement system and evaluat-
ed primarily on the basis of their performance while other skills and 
efforts are devalued. This could for example result in new kinds of 
exploitation of workforce.  
I will moreover give examples of research themes for feminist re-
search in this context. Critical analyzes of neoliberal governance and 
its organization is found primarily in research fields as Critical Man-
agement Studies and Labour Process Theory and feminist research. 
These fields of critical research too often appear as if they appeared in 
different worlds. Feminist analyzes for example are often absent in 
the critical working life literature. This, I believe, is a lack of current 
research because the analysis of power relations becomes more frag-
mented than they could be. In this context, I will discuss future possi-
bilities for research that takes advantage of the collective knowledge 
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that exists within a wide field of critical labor studies and feminist 
research and how this may enhance an intersectional research agenda.  
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Stream 10. Equality and sustainable working life 
 
An external assessment of work tasks and working conditions in 
human service managerial work  
 
Corin, Linda, Department of Sociology and Work Science, University 
of Gothenburg, Sweden, linda.corin@socav.gu.se  
Lisa Björk, Department of Sociology and Work Science, University of 
Gothenburg, Sweden, lisa.bjork@socav.gu.se 
 
The responsibilities of lower-level managers in the municipal sector 
have been expanded in the last decades and problems related to man-
agers’ working conditions and health, as well as to attracting and re-
taining skilled managers, have become areas of concern for manageri-
al sustainability in the public sector. In order to address these issues 
and gain updated insights into the working conditions of public sector 
managers, it is important to return to the detailed empirical study of 
managerial work practices. The aim of this paper is to qualitatively 
assess the correspondence between job demands and job resources in 
first-line managerial work. Interviews with 12 first-line managers in 
municipal education and health care service organizations were ana-
lyzed using a work content analysis method by which the working 
conditions are assessed from an external point of view with the help 
of previously established criteria. The results point to a situation 
where the high levels of job demands are not corresponded by suffi-
cient job resources. The responsibility to delimit the assignment and 
to solve intricate goal conflicts is many times left to the individual, 
and the managerial assignment becomes borderless. The results indi-
cate that substantial long-term overtime is requested from the manag-
ers in order to fulfill their managerial responsibilities, and there is an 
obvious risk that the current situation will generate ill-health. Genera-
tional renewal must be guaranteed through measures of improving the 
working conditions for managers and thereby attract and retain men 
and women who are able and willing to take on long-term managerial 
responsibilities.  
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Stream 10. Equality and sustainable working life 
 
Patterns of Gender Segregation and Labour Market Outcomes – 
a longitudinal approach. 
  
Gonäs, Lena1,2  and Anders Wikman1,  
1 Section of Insurance Medicine, Department of Clinical Neurosci-
ence, Karolinska Institutet, Stockholm 
2 Department of Working Life Science, Karlstad University 
Lena.Gonas@kau.se, Anders.Wikman@ki.se 
 
In this paper we analyze changes in the occupational gender composi-
tion of the labour force and to what extent these changes are followed 
by changes in women’s and men’s labour market attachment. One 
issue is the role of higher education and to what extent it works as a 
driver for breaking up existing segregation patterns (Rubery et al 
1999). During the last decade new patterns have emerged (Bettio & 
Verashchagina 2009). The Nordic welfare states can no longer be 
regarded as the strongest gender segregated labour markets (El-
lingsaeter 2013).  
The empirical results presented in the paper are based on a longi-
tudinal database covering the whole labour force and starts with de-
scribing the changes in the gender composition of the occupational 
structure between 2003 and 2009. The gender composition did not 
change to any larger extent up until 2009. In the group male dominat-
ed (10-40 % women) the proportion of women increased in the occu-
pations that demanded short or long term higher education. The same 
result was found in the more egalitarian group (40-60 % women). 
When analyzing the labour market outcomes for women and men in 
the different segregation groups we found that women to a lower per-
centage than men stayed as employed in the male dominated occupa-
tions in 2008. A higher proportion of women was on sickness benefit 
or had a disability pension then men. Strongly female dominated oc-
cupations seemed to consist of sustainable jobs for both women and 
men.  
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Stream 10. Equality and sustainable working life 
 
To expect the expecting - Swedish senior University students’ 
strategies for work and family 
  
Hallström, Stina (Corresponding author), PhD-student, Department of 
Sociology, University of Umeå, Sweden, hallstrom.stina@soc.umu.se  
Britt-Inger Keisu, Senior lecturer, Department of Sociology, Universi-
ty of Umeå, Sweden, britt-inger.keisu@soc.umu.se  
 
This article provides an insight to senior university student’s expecta-
tions on work and family in the Swedish context. The aim of the arti-
cle is to investigate what the students expect in terms of balancing 
work and family, how they challenge or re-construct the Swedish 
norms of work and parenthood, and how the legitimate senior univer-
sity student is constructed in relation to work and family. Also the 
study seeks to investigate how the students plan to arrange future 
parental leave and how they relate to strategies for future work family 
balance. The study is based on 30 semi-structured interviews.  
The data has been coded in the software program Maxqda 10 and the 
analysis process is based on Thematic analysis and Thematic narra-
tive analysis. The results show that the Swedish societal norms of 
parenthood and full time employment are being reconstructed in the 
study yet the contradiction in the narratives is striking. When explicit-
ly and hypothetically speaking about parental responsibility women 
and men share the same desires of gender equality still their actual 
expectations on the labour market are based on traditional gender 
roles. The women are expected to have the main responsibility for 
children hence also experiencing disadvantage due to this responsibil-
ity while the men, in several cases unwillingly, expect a secondary 
role as parents. Our analysis unveils how gender remains interwoven 
when negotiating home and work life.  
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Stream 10. Equality and sustainable working life 
 
Equality and sustainable working life: Starting points for the 
problem setting. 
  
Heiskanen, Tuula, Dr. Soc.Sc., research director 
Minna Leinonen, M.Soc.Sc., researcher 
Katri Otonkorpi-Lehtoranta, M.Soc.Sc., researcher 
Hanna Ylöstalo, Dr.Soc.Sc., senior researcher  
Work Research Centre, University of Tampere, Finland 
e-mail: firstname.lastname@uta.fi 
 
Equality and sustainable work have some converging aims: they both 
seek to attain a better quality of work. Equality is a human right and 
thus an important value, but it can also be seen from another perspec-
tive: promoting equality may also promote well-being at work. There-
fore, when aiming for a sustainable working life, gender and other 
social divisions should not be ignored. As an example, we use the 
National Working Life Development Strategy to 2020 by Finland’s 
Ministry of Employment and the Economy. The strategy aims for the 
best working life in Europe by the year 2020 by developing both the 
quality and productivity of work. The strategy is gender neutral for 
the most part, even though quality of work is very different for wom-
en and men in Finland.  We suggest that promoting sustainable work-
ing life should include an equality perspective. Our premise is that 
there cannot be sustainable working life without equality, and equality 
cannot be promoted without taking into account gender and other 
social divisions, such as ethnic or racial divisions.  
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What about gender when recruiting and training for global talent 
management. 
  
Lindkvist Scholten, Christina, CTA, Malmö Högskola, Sweden 
christina.scholten@mah.se  
Hope Witmer, CTA, Malmö Högskola, Sweden,  
hope.witmer@mah.se 
 
Research on gender and leadership lead to the conclusions that wom-
en are underrepresented and perhaps discriminated when it comes to 
positions in top management levels. The gender distribution in the 
boards of the 10th most influent businesses in Sweden is no exception. 
According to Universitets Kanslersämbetet (2013), women in Sweden 
are the fastest and largest growing group in universities and education 
and are in the majority in all university disciplines but technology. 
There seems to be a miss-match according to the actual number of 
women in the workforce and their representation at the senior man-
agement levels. This raises the question if gender quotas are frequent-
ly being used to guarantee a male-dominant culture in management? 
This research is based on interviews with human resource managers 
in two different businesses – the food business and the retail busi-
nesses, both are gender coded as female industries. Although the rhet-
oric in the companies is gender equivalent and the statistics represent 
equalities, an analysis of how the corporate discourse defines leader-
ship concludes that development is needed to focus on equality.   By 
discussing gender division in work-life, and the identification and 
selection process for new leaders, we argue that there is a need to 
broaden the actual “pool” of potentials in order to build strong and 
prosperous organisations. If skill and competence are key words for 
identifying talent, then businesses need to address the sex/gender 
distinction and extend and deepen the idea of potentials and defining 
their credentials.  
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Stream 10. Equality and sustainable working life 
 
Gender equality in academia – a non-issue? 
  
Muhonen, Tuija, PhD Psychology, Professor Work Science, 
Centre for Work Life and Evaluation Studies, Malmö 
University, Sweden, tuija.muhonen@mah.se 
 
Earlier studies have indicated that behind the alleged gender equality 
in universities subtle discriminatory acts can be discerned. This type 
of gender harassment can consist of verbal and nonverbal behaviours 
that convey insulting, hostile and degrading attitudes towards women. 
The current study was conducted in a university college characterised 
by quantitative gender equality among teachers, heads of department 
and nearly among professors as well. The aim of the study was to 
examine the occurrence of gender harassment and favouritism among 
the teaching staff and to analyse gender differences as well as differ-
ences related to position when it comes to perception of harassment. 
Further, the perception of gender equality concerning career devel-
opment opportunities was investigated. The results of a Web ques-
tionnaire among the university teachers (n=332; 58% women) showed 
that women experienced more gender harassment than men. Position 
also made a difference; professors and senior lecturers had witnessed 
and experienced gender harassment to a greater extent than lecturers. 
Women had also perceived gender related favouritism to a greater 
extent than men. Those participants whose immediate manager was a 
woman had to a lesser extent witnessed gender harassment or been 
exposed to sexist language. To conclude, even though quantitative 
gender equality is attained in different contexts, there is need for fur-
ther actions in order to achieve qualitative gender equality in the or-
ganization.  
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Stream 10. Equality and sustainable working life 
 
Gendering health professions and their possibilities to lead sus-
tainable work lives – the gap between professional ambition and 
organisational conditions. 
  
Öhman, Ann, Professor, Umeå Centre for Gender Studies, Umeå Uni-
versity, Sweden, ann.ohman@ucgs.umu.se, Enberg, Birgit, Senior 
lecturer, Department of Community Medicine and Rehabilitation, 
Umeå University, Sweden, Britt-Inger Keisu, Senior lecturer, De-
partment of Sociology, Umeå University, Umeå, Sweden 
 
 Women dominate the Swedish healthcare work force, but healthcare 
organisations are hierarchical, with a top-down, often male coded 
structure. I will here discuss three health professions and their possi-
bilities for life-long learning and evidence based practice (EBP). The 
power hierarchies in healthcare organisations may hamper profession-
al ambition for life-long learning and EBP. The academisation process 
of the professions has led to increased professional autonomy and 
independence from the medical profession. Students at these universi-
ty programmes are today taught to engage in professional knowledge 
development through generic academic skills such as critical appraisal 
of recent research literature and evaluation of their own practice, i.e. 
work in line with an EBP approach. Discrepancy between the still 
rather repetitious, routine-oriented work tasks within healthcare work 
and the strive for EBP is here hypothesised to influence work satisfac-
tion negatively. I will draw on our on-going research to problematise 
possibilities and limitations for EBP and the gendered and classed 
notions of work in the professions. The professionals seem to be 
placed between professional and societal demands of providing high 
quality care and rehabilitation with best available evidence on the one 
hand, and on the other; in-equalities in terms of access to new 
knowledge as well as institutional inabilities to offer suitable organi-
sation and systems for professional development.  
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Stream 11. Nordic Approach to Safety promotion and Accident Pre-
vention at work 
Effects of different leader communication strategies on safety 
behaviors and safety outcomes. 
Mattson, Malin, Department of Psychology, Stockholm University, 
Sweden, malin.mattson@psychology.su.se  
Johnny Hellgren, Department of Psychology, Stockholm University, 
Sweden, jhn@psychology.su.se  
Sara Göransson, Department of Psychology, Stockholm University 
and FeelGood, Stockholm Sweden. 
 
In many of today´s organizations, there is a growing concern regard-
ing workplace safety. As a result of this, there is an increase in organ-
izational activities aimed at enhancing the employees’ safety aware-
ness’ and eliminating organizational factors that may lead to the em-
ployees being exposed to risks. Communication is considered a vital 
aspect of the functioning and success of an organization, and is poten-
tially relevant even in a workplace safety context. However, research 
shows ambiguous results regarding the relationship between leader 
communication and safety at the workplace. The question in the pre-
sent study is in what way a leader’s communication relates to safety 
behaviors of his or her subordinates and to safety outcomes. Ques-
tionnaire data has been collected from a ward belonging to an emer-
gency hospital operating in a rural area in Sweden. The data has been 
analyzed using structural equation modeling. The results indicate that 
the two investigated communication strategies (leader priority com-
munication and feedback) are both related to safety outcomes, but 
seem to be mediated by different behavioral variables. The results 
could have practical implications for managers and well as policy 
makers. The paper highlights the importance of taking different lead-
ership communication approaches into account in the pursuit of in-
creasing workplace safety.  
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Stream 12. Teams once again – Wellbeing in teams and temporality of 
work in teams 
 
Mediation of agency in teamwork - the construction gang as a 
potential collective frame for handling physical strain and pain. 
  
Ajslev, Jeppe Z. N., Centre for Working Life Research, Roskilde 
University. Denmark, jza@ruc.dk  
 
In this contribution we examine the potentials of the construction 
gang as a frame for collegial handling of physical strain and pain in 
work. On a framework viewing social inclusion and a positive profes-
sional identity as dependent on the display of meaningful agency 
within the gang (team), we employ a methodological composition of 
questions to capture construction worker’ sense of agency in relation 
to handling physical strain and pain, an furthermore seek to under-
stand expectations towards alternative forms of agency, than the 
forms usually employed. In this investigation we draw upon a ques-
tionnaire-study conducted among 519 construction workers from four 
professions. In conclusion we find that while the construction gang 
might pose a potential for developing a collegiate framework for han-
dling physical pain and strain in ways that lead to less deterioration 
through work, this resource seems currently untapped.  
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Stream 12. Teams once again – Wellbeing in teams and temporality of 
work in teams 
 
Engineering Team Work. 
  
Buch, Anders, Associate Professor Department of Learning and Phi-
losophy, Aalborg University, Copenhagen, Denmark, 
buch@learning.aau.dk  
Vibeke Andersen, Associate Professor, Department of Learning and 
Philosophy, Aalborg University, Copenhagen, Denmark, vi-
an@learning.aau.dk   
   
The tensions between the individual and the collective in engineering 
work practices are profound. Engineers’ self-perception as well as the 
consensus of the research community point to the fact that engineer-
ing work practices are essentially collective work practices – predom-
inantly performed as coordinated activities within collective work 
units such as teams, projects, etc. But the picture tends to be more 
complicated. Historically, scientific and technological work has been 
perceived as individual achievements – focused on the production of 
knowledge, the search for truth and the creation of technological suc-
cessful operations and artifacts. Turning, more specifically, to engi-
neering, scholarly work on the engineering profession has pointed to 
the tensions between the corporate / practical ideal and the profes-
sional / scientific ideal of engineering practice within the profession. 
In our contribution we investigate this fundamental tension within 
engineering through two ethnographic studies of engineering work 
practices. The tension manifests itself through discrepancies in the 
practices of in engineering work as performed on a daily basis. Our 
account is based on material from an ongoing research project on the 
ramifications of team based work-organizations in contemporary work 
life in Denmark. The parts presented here focus on two ethnographies 
conducted within two engineering consultancy companies that pro-
vide services and products to clients. Our contribution will give prior-
ity to present our ethnographic material – thus the aim is to give 
‘thick’ descriptions of the work practices within the two arenas. Hav-
ing provided these empirical accounts we will reflect on our material 
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in order to discuss how the tensions within engineering work practices 
manifest themselves in modern work life and how visions about 
teamwork, collaboration, ‘pro-activeness’ and innovation is in fact 
enacted in engineering work practices. 
Our discussion thus illustrate an issue and demonstrate a methodo-
logical approach central to work life studies – drawing the attention to 
how science and technology are interwoven with work organization, 
expert cultures and professionalism, and how notions of “team work” 
is transformed in specific domains.  
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Stream 12. Teams once again – Wellbeing in teams and temporality of 
work in teams 
 
Teams, tests and inter-professional relations – work in psychiatry 
in transition. 
  
Kamp, Annette, Dep. of Environmental, Social and Spatial Change, 
Roskilde University, Denmark, kamp@ruc.dk 
Betina Dybbroe, Dep. of Psychology and Educational Studies, Ros-
kilde University, Denmark, tibet@ruc.dk 
 
Interdisciplinary teamwork in healthcare has in recent years received 
a huge interest. Interdisciplinary teams are seen as a way of organiz-
ing complex and contradictory task, and promises holistic approaches 
to complex tasks, synergy and learning in work. However, this kind of 
teamwork is often conflict-ridden due to inter-professional struggles 
and strained social relations. This paper examines  these tensions in a 
case study of interdisciplinary teamwork in psychiatry. Psychiatry 
currently undergoes dramatic changes due to increased medicalization 
and New Public Management inspired reforms focusing on efficiency 
and quality. This development push a reorientation of teamwork, and 
here the introduction of new methods and techniques in examination 
and treatment of patients play an important role. The paper explores 
how the still more dominant role of test technologies affects interdis-
ciplinary teamwork. Through field studies and qualitative interviews 
we investigate how forms of cooperating and organizing are changing, 
and illuminate how meaning and identities in work are strained and 
(re)negotiated. In our analysis we combine insights from socio-
materiel theories on technology and work with sociology of work and 
professions (e.g. Alvessson & Willmott 2002, Orlikowski 2007, 
Olesen 2011). We point out how asymmetrical social relations and 
increased division of work may result from this process, and may 
account for conflictual and stressful working conditions.  
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Stream 12. Teams once again – Wellbeing in teams and temporality of 
work in teams 
 
Teachers in the Danish Vocational Education and Training Sys-
tem. 
   
Koudahl, Peter, Aalborg University, Denmark,  
koudahl@learning.aau.dk 
 
Teachers in the Danish Vocational Education and Training System 
(VET) are all organized in teams. This is authorized by ministerial 
order. It draws on a history dating more than 30 years back and it is 
based on two different assumptions or conflicts. The first one can be 
seen as an expression of the introduction of New Public Management 
(NPM). The second as an expression of internal conflicts at vocation-
al colleges and in the field of VET as such: 
1) Team organization is a necessary measure in order to do away 
with individualistic teacher who works alone. The purpose is 
to strengthen the students’ learning outcome through ministe-
rial control, mainstreaming and standardization of the content 
taught.   
2) The existence of a conflict between the teachers and the man-
agement at the vocational colleges regarding which of the par-
ties are in charge and responsible of which tasks and who has 
the final word when it comes to take decisions on core mat-
ters regarding teaching the students.  
In this paper I will present findings from an ethnographic field work 
among a team of teachers at a Vocational Educational and Training 
College in Copenhagen. The team is formed by 15 teachers who are 
all attached to the carpenter program.  
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Stream 12. Teams once again – Wellbeing in teams and temporality of 
work in teams 
  
Team learning and wellbeing in Danish workplaces. 
  
Nielsen, Peter, Department of Political Science, University of Aalborg, 
Denmark, peter@dps.aau.dk  
 
Innovations, change in work and new performance oriented manage-
ment techniques put pressure on social relations of the employees 
both in leaning to cope with problem solving and meeting perfor-
mance measures. This article sets focus on teams and investigates 
how team learning is related to performance pressure, social support 
and the wellbeing of the individual employee in the team. In the Nor-
dic countries there is a strong tradition of research interest on social 
and economic performance of teams going back to the development of 
the socio-technical perspective and the experiments with self-
governed teams in the sixties. More recently workgroups has been in 
focus as forums of learning practice. The aim of this article is three-
fold: First it aims to map how teamwork has developed and spread in 
Danish private and public sector workplaces. Next to relate the exten-
sion, autonomy and interdisciplinary pattern of teamwork to collective 
learning and innovative behavior in the workplaces. Third to examine 
whether and how the dimensions of teamwork have effect on the sub-
jective wellbeing of the employees. The empirical analysis is made 
possible by data from the Danish Meadow survey 
http://www.meadow-project.eu/ The Danish Meadow survey links 
information on private and public workplaces at the employer and 
employee level. Data was collected in spring 2012 and resulted in a 
research sample of 617 public workplaces and 3362 employees.  
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Stream 12. Teams once again – Wellbeing in teams and temporality of 
work in teams 
  
Temporality of work in Scrum project management. 
  
Scheller, Vibeke Kristine, Centre for Working Life Research Depart-
ment of Environmental, Social and Spatial Change, Roskilde Univer-
sity, Denmark, vksa@ruc.dk  
 
The subject of this paper is temporality of work in team project man-
agement (i.e. the temporal environment). Concurrently, the paper 
presents new concepts to analyze the temporality of work and the 
effect on the psychosocial work environment (PWE). The aim is to 
discuss the use of these new contributions to the traditionally used 
concepts of PWE. The dichotomous concepts presented are; 1) low-
pacing / acceleration, 2) workflow / fragmentation, 3) synchronization 
/ de-synchronization and 4) productivity / deceleration – four concepts 
that can be utilized to analyze and asses a workplace’s temporal envi-
ronment. The paper investigates the effect of project management on 
the temporal environment in a Danish workplace – ProSystem – work-
ing with IT development in accordance with the scheme of Scrum 
project management. It describes a case study from a specific depart-
ment in ProSystem, where the Scrum method is used in the develop-
ment of complex IT solutions with many teams working simultane-
ously on developing separate parts of the systems. This paper exam-
ines whether the concept of temporal environment contributes to our 
understanding of strain in relation to PWE. It shows that when the 
analysis of PWE is based on the concepts of temporality and temporal 
environment, then focus is drawn to collective rhythms and team con-
trol more than individually managed stress.  
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Stream 13. Lean production in a Nordic context 
Proposition for a Method to Engage Employees in Lean-inspired 
organizations in a Scandinavian context 
 
Berglund, Richard Ph.D., Swerea IVF, Sweden,  
Richard.Berglund@swerea.se  
Jonas Laring, Ph.D., Swerea IVF, Sweden, Jonas.Laring@swerea.se   
Kathe Nonås, Ph.D., Swerea IVF, Sweden, Kathe.Nonas@swerea.se  
 
In Lean-oriented organizations engaged employees are aimed at, and 
to a large extend seen as a necessary condition for success, according 
to the rhetoric. But opinions from unions and several studies indicate 
a rather shallow application of these values in many companies and 
organizations. Given the character of Scandinavian working life, it 
could be employees expect more to engage and contribute to the 
common goals. 
In previous work, prerequisites for engagement in an organization 
were investigated and a model based on ten themes was developed to 
describe these. In many organizations, agreement on this knowledge is 
unproblematic but nevertheless does not lead change. With this in-
sight in mind, we have developed a formalized method to impose 
change towards an organizational culture that promotes employees’ 
engagement. The method is based on the concept Plan-Do-Check-Act, 
and includes a mapping of the current state and the creating of a deep 
consensus on objectives and measures among all managers involved. 
This paper describes the tryout and evaluation of the change pro-
cess in four companies. We conclude a substantial effect in the com-
panies and have published a revised method description and all the 
working material (in Swedish) for download on 
http://swerea.se/engagemang.  
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Stream 13. Lean production in a Nordic context 
 
What can be used in Lean and in new organisation theory to de-
velop socio-technical work organisation. 
  
Sederblad, Per, Malmö University, Sweden, Per.Sederblad@mah.se  
 
The aim of the paper is to analyse and discuss which parts of Lean 
Production can be used in a way that fits with the societal structures 
and cultures in the Nordic countries, where socio-technical models of 
work organisation have been used for a long time and still are used to 
a considerable degree in both manufacturing and services.  The im-
pact of Lean in Sweden, and also in Denmark and Norway, but also 
existing socio-technical models in working life are described and 
analysed in a recently published edited book (Sederblad, 2013). The 
previous socio-technical models were restricted to the micro level and 
never managed to match the emerging Japanese production/Lean Pro-
duction models, which offered a complete model for all levels of the 
company (Smith & Meiksins, 1995).  However, there are now inter-
esting organisation theories and models available, which focus on the 
meso level in organisations. If socio-technical theories can be com-
bined with useful elements in Lean and e. g. relational coordination 
theory (Gittell, 2009) there might be possibilities for developing so-
cio-technical models for work organisation on a company level.  
Literature  
Gittell, J H (2009) ‘Relational Coordination: Guidelines for Theory, 
Measurement and Analysis’ Brandeis University, Waltham.  
Sederblad, P (ed) (2013) ‘Lean i arbetslivet’ (Lean in working life) 
Stockholm: Liber.   
Smith, C & Meiksins, P (1995) ‘System, Society and Dominance Ef-
fects in Cross-national Organisational Analysis’ Work, Employment 
and Society, 9: 241-268.  
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Stream 14. Intra and inter-organizational social networks 
  
A case study of design company in construction industry – a de-
scription of a complex project management environment 
  
Eskelinen, Kaisa, Finnish Institute of Occupational Health, Finland 
kaisa.eskelinen@ttl.fi 
 
Our study is about boundary crossing work in a finnish design com-
pany in construction industry. Designers from different units with 
different supervisors work together in a complex project environment 
led by project manager. We have studied the factors influencing suc-
cessful projects in this kind of environment.  
Internal scheduling is one of the biggest challenges in project man-
agement. The proper guidance and communication with client help 
company to set limits to clients decision making and help project to 
stay in its schedul. Early stage planning is very important to avoid the 
job to be done twice over.  
Besides monitoring economical critical points and time tables, pro-
jects need also comprehensive support due to project management. 
Big, complex projects need more rigorous protocols compared to 
small projects. Resource allocation is a very important task of upper 
level managers to ease the burden of project managers. Transforma-
tional leadership, clarity of work division, assertive role of supervi-
sors and certain level of designers autonomy is important.  
Community in project world is unit based. Working with already 
known people is a way to master the complex work. However people 
were aware of underexploited possibilities for co-operation in organi-
zation. More extensive co-operation across boundaries could lead to 
more even work-load and improve resource allocation. It´s therefore 
important to create arenas for information and experience change 
between different projects.  
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Stream 14. Intra and inter-organizational social networks 
 
Networking among small and medium-sized enterprises - meeting 
the challenge of promoting safety and health measures. 
  
Grøn, Sisse, TeamArbejdsliv, Denmark, sig@teamarbejdsliv.dk) and  
Hans Jørgen Limborg TeamArbejdsliv, Denmark,  
hjl@teamarbejdsliv.dk 
  
The Nordic countries have a large number of small and medium sized 
enterprises (SMEs), thus it is a problem when many SMEs find it 
difficult to address their health and safety challenges. It is also a prob-
lem that the regulative bodies find SMEs difficult to address in a way 
that match their circumstances. Researchers and regulatory bodies 
lack an in-depth understanding of how small and medium sized enter-
prises (SMEs) make decisions about workplace health and safety im-
provements and the role played by business networks in these deci-
sions.      
To improve regulation and support there is a need to create the 
means to empower them to work systematically with occupational 
health and safety, and it is our assumption that networks of SMEs 
enables the companies to work with health and safety issues in a bet-
ter way than when they are on their own.  
In an ongoing research project we thus study and compare three 
cases in which groups of small enterprises have formed networks to 
solve a health and safety oriented challenge: A group of diaries, 
brewers and demolishers. Using realistic evaluation theory, we have 
analysed material describing the process of addressing a health and 
safety issue in each case. The information was obtained through quali-
tative interviews, document analysis and observations and our analy-
sis focuses on the internal and external mechanisms that are driving 
the processes. We conclude that both external pressures and internal 
motivations must be present to motivate SMEs within a network to 
improve health and safety conditions.  
In the presentation we wish to give an overview of the mechanisms 
which we have identified and discuss to what extend generalisations 
can be made based on our results.  
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Stream 14. Intra and inter-organizational social networks 
 
Social Media and Trust – A systematic literature review. 
   
Håkansson, Peter, CTA, Malmö högskola, Sweden,  
Peter.hakansson@mah.se 
Hope Witmer, CTA, Malmö högskola, Sweden, hope.witmer@mah.se  
 
The role of social trust has long been acknowledged among econo-
mists and political scientists. It is often argued that high levels of trust 
among people help promote democratization, economic activity, in-
vestments and growth, responsive and well-performing institutions, 
low levels of violence and personal health and happiness (Knack & 
Keefer, 1997; Putnam, 2000; Zak & Knack 2001). Trust is needed in 
all different kind of relations because it lowers transaction costs and 
risk. According to Robert Putnam (1993, 2000) trust derives from 
reciprocity, which can be learned only in cooperation with others. 
Social media has been identified as a significant vehicle in foster-
ing social connections that maintain or expand existing social net-
works (Ellison et al., 2007; Joinson, 2008). Different tools of social 
media create varying levels of connection between employees. For 
example global IT solution provider Dell Inc. found that the blog, the 
way it is used at Dell, facilitates the growth of cognitive social capital 
and that the micro-blog offers unique opportunities to increase struc-
tural social capital by facilitating the creation of ties among employ-
ees to a higher degree than the blog (Alex-Brown, 2011). Kline and 
Baker (2013) assert that developing communities of practice at places 
of employment through the vehicle of communication technologies 
results in a connection between employees that enhances collabora-
tion and knowledge sharing within a company. Another study identi-
fied a positive relationship between intensity of Facebook use and 
students’ life satisfaction, social trust, civic engagement, and political 
participation (Valenzuela, Park, and Kee, 2009). Online social net-
works allow users to learn detailed information about their contacts, 
including personal background, interests, music tastes, and wherea-
bouts. This information can reduce uncertainty about other users’ 
intentions and behaviors, which is a necessary condition for develop-
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ing norms of trust and reciprocity (Berger & Calabrese, 1975). Fur-
thermore, Facebook users typically form their network connections 
based on existing relationships of trust (Valenzuela, Park, and Kee, 
2009). These articles begin to explore the relationship between trust 
and social media however the depth and reciprocity of these relation-
ships has not been well developed.  
The research question in this paper is whether trust and reciprocity 
can be created by contacts on social media?  This is explored by a 
systematic literature review on social media and outcomes related to 
trust and reciprocity. By indicating the depth of social connections we 
can begin to map if trust is being developed through social media, 
which venues of social media hinder or promote reciprocity and po-
tential implications of using social media as a vehicle for building 
social trust.   
A systematic literature review is a way to identify, evaluate and in-
terpret the available empirical studies on a specific topic. In this paper 
we use the guidelines suggested by Kitchenham (2004) and Kitchen-
ham et al. (2009); 1) identify resources, 2) study selection, 3) data 
extraction, 4) data synthesis, and 5) write-up study as a report.    
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Stream 14. Intra and inter-organizational social networks 
 
Leadership in a project work. 
   
Janhonen, Minna et al., Finnish Institute of Occupational Health, Fin-
land, minna.janhonen@ttl.fi  
 
Today work is often carried out by networked projects that aggregate 
different departments, units and organizations together. The rise of 
network-organizing and fragmentation of conventional organizational 
structures place new demands on leadership, because responsibilities, 
rights and roles are not clear anymore. Leadership needs to change.    
According to previous studies and theories concerning leadership we 
ask, what kind of leadership is visible in networked project work in 
our case organization? This paper is based on a case study carried out 
in designing firm in construction industry in Finland. 25 research 
interviews and two workshops are carried out in 2012–2014. The 
interviews were analyzed using the Atlas-Ti program.  
We found five different leadership categories. These were admin-
istrative, operational, situational, peer and self-leadership. These 
leadership categories were utilized by three different (network) posi-
tions that were necessary in project environment: unit leaders, project 
leaders and project members. All these network positions had several 
leadership roles. To put it otherwise, project work is affected by many 
different leaderships at the same time. It is important to take account 
that even though leadership has spread out all over the project organi-
zation, participants has to make agreements about how project is car-
ried out and which actors has final word in different situations. If 
these agreements are not made, leadership can face serious crisis.  
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Stream 14. Intra and inter-organizational social networks 
  
Constructing the Meaningfulness of Work in Hospital Personnel 
Meetings  
  
Pennanen, Eveliina, Department of Communication, University of 
Jyväskylä, Finland, eveliina.pennanen@jyu.fi  
Leena Mikkola, Department of Communication, University of 
Jyväskylä, Finland, leena.a.mikkola@jyu.fi  
 
Currently the healthcare sector is growing and changing. In the future, 
well-being will be a vital competitive factor in the recruitment of em-
ployees and of their subsequent commitment to their work. Meaning-
ful work is an essential part of well-being, and one of the ways in 
which resources for well-being are created is the processes through 
which the meaningfulness of work is constructed. This presentation 
seeks to examine well-being in intra-organisational networks by ana-
lysing and describing how nursing staff construct the meaningfulness 
of work in the social interaction of hospital staff meetings. The re-
search data consisted of eight department meetings in one unit of a 
Finnish hospital. The data were collected by observing and recording 
the meetings. Qualitative content analysis was used to analyse the 
social interaction episodes of the data. The study is still ongoing, but 
preliminary results describe how 1) the meaning of membership 
(”where we belong”), 2) the meaning of professional identity (“who 
we are”) and 3) the meaning of the nursing staff’s work and tasks 
(“what we do”) construct the meaningfulness of work in these meet-
ings. According to preliminary results of the study, nurses themselves 
seem to have a sense of appreciation of their work, but they express a 
sense of lack of appreciation from the organisation. The practical and 
theoretical relevance of approaching the meaningfulness of work as a 
communicative process will be discussed in the presentation.  
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Stream 14. Intra and inter-organizational social networks  
 
Public service networks, client understanding, and mismatches: 
exploring ingredients for a developmental method? 
  
Seppänen, Laura, Finnish Institute of Occupational Health,  
laura.seppanen@ttl.fi  
Hanna Toiviainen, University of Helsinki,  
hanna.toiviainen@helsinki.fi   
Mari Kira, Aalto University, mari.kira@aalto.fi 
 
This paper discovers the connection between horizontal service net-
works and their vertical client understanding by reviewing and reflect-
ing on relevant literature. Two different service networks, supervised 
probationary freedom and social services for divorced families are 
presented. We then introduce concepts of responsiveness and collabo-
ration, interpret the service networks with them, and discuss their 
potential in creating a method for developing service networks.  
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Stream 15. Collaborative innovation practices 
 
Prevalence of collaborative innovation practices in Finland  
on the basis of MEADOW data 
  
Aho, Simo, University of Tampere, simo.aho@uta.fi 
Ari Mäkiaho, University of Tampere 
 
This paper is based on data that allows us to study what kind of firms 
and organisations have developed new products or services during 
past two years. At the same time, data on various organisational pat-
terns and management practices at the firm level can be identified. 
Here the main aim of study is to find out how often innovative firms 
utilise collaborative development strategies, and how this prevalence 
varies between different sectors and according to various characteris-
tics of organisations. 
The research is part of the Finnish MEADOW project. MEADOW 
(Measuring the Dynamics of Organisation and Work) is a survey tool 
to gather information on organisational and management practices, 
their change, and their economic and social impacts. The leading idea 
is to combine interview data from both employers and employees of 
the same firms and organisations. MEADOW concept is developed 
with EU funding and it aims at gathering of internationally harmo-
nised data for comparative studies.  
 160 
Stream 15. Collaborative innovation practices 
 
Dialogue and Sensemaking as Sources for Innovation. 
  
Jantunen, Sami, Lappeenrannan University of Technology, Finland, 
sami.jantunen@lut.fi  
Suhola Timo, Etelä-Karjalan Sosiaali- ja Terveyspiiri (EKSOTE), 
Finland, timo.suhola@eksote.fi  
Piippo Jukka, Arcada, Finland, jukka.piippo@arcada.fi  
 
Traditional ways of working, rooted in linear and authorative thinking, 
are becoming increasingly inadequate to deal with problems that in-
volve turbulence and multiple meanings. In these new circumstances, 
organizations should be seen as living organisms, continuously adapt-
ing to changing environment, rather than as efficient units functioning 
like machines. The essential challenge for organizations hence begins 
to be the ability to create a shared understanding of the complex and 
evolving environment and to act upon the knowledge that has been 
collectively created. The construction of a shared understanding has 
been argued to be the primary goal of dialogue and sensemaking. We 
consider both of these concepts as important enablers of innovation, 
because they make individuals’ mental models explicit and support 
the collaborative effort to negotiate a collective view of the problem-
atic situation. In this way, the organization has the potential to openly 
face its environment as seen from the different individual perspectives. 
The aim of this paper is to further explore the concepts of dialogue 
and sensemaking by reporting experiences of two action research 
studies that were conducted within the Finnish social and health care 
sector. The paper seeks to gain new insight on collaborative innova-
tion management practices by 1) revealing commonalities and differ-
ences between the concepts of dialogue and sensemaking, and 2) dis-
cussing their role as a source of innovation.  
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Stream 15. Collaborative innovation practices 
 
Collaborative Innovation in Health Care Organisation. 
  
Naaranoja, Marja, Department of Production, University of Vaasa, 
Finland, marja.naaranoja@uva.fi  
Lorna Uden, School of Computing, Staffordshire University, UK, 
l.uden@staffs.ac.uk   
 
Interdisciplinary health care teams are increasingly becoming an inte-
gral part of the health care system in Finland, as well as in many other 
nations around the world.  There are multiple benefits to the patients, 
health care professionals, and health care system as a whole, in em-
ploying interdisciplinary health care teams in a the heath service.  
Tanum (et al. 2013) found out that the enhancement of cross-
understanding between all the participants is important for developing 
health care.  According to Orchard (2003), interdisciplinary care ena-
bles “a partnership between a team of health professionals and a client 
in a participatory, collaborative and coordinated approach, share deci-
sion-making around health issues.” 
This paper is based on a data from action research of a physiother-
apy unit. The used method is case study. This research is a part of a 
larger Osuva-project where action studies and a survey are combined 
in a multicenter study. The aim of Osuva is to search new methods to 
manage and lead the collaborative innovation process, which enable 
participation of personnel, clients and service providers.  
Effective communication among members encourages effective 
teamwork and promotes continuity and clarity within the team. Good 
communication also encourages innovations, collaboration, fosters 
teamwork, helps to prevent errors and enables to improve wellbeing at 
work.There must be an effective communication system to enable 
team members to work together more effectively, to learn together, 
and to improve the quality of care for patients and service users. A 
key element of the composition of a good team is the team leader.  
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Stream 15. Collaborative innovation practices 
 
Sustainable growth and collaborative assets in Danish workplaces. 
  
Nielsen, Peter, Department of Political Science, University of Aalborg, 
Denmark, peter@dps.aau.dk  
  
There is a growing interest in how public and private workplaces can 
develop capabilities to cope with the increasingly turbulent economic 
conditions of globalization, political priorities and fast technological 
developments. The crucial challenge seems to be the ability to mobi-
lize internal resources into dynamic routines and procedures, giving 
the workplace continuous advantages. Such internal resources are not 
just achieved by objective and tangible input factors like physical or 
financial capital and standard labor, which is accessible at the market. 
If the resources are to be useful and unique in the above sense, they 
must build on intangible capital sources. The goal of this study is to 
examine the intangible capital dimensions related to human and 
knowledge resources in order to test them as collaborative assets for 
sustainable growth of the workplace. By sustainable growth is under-
stood a positive relation between innovation, growth and employment 
and intangible capital is defined as non-physical knowledge, routines 
and competences embedded on the individual, group and organiza-
tional level of the workplace. The empirical analysis is made possible 
by data from the Danish Meadow survey http://www.meadow-
project.eu/ . The Danish Meadow survey links information on private 
and public workplaces at the employer and employee level. Data was 
collected in spring 2012 by Denmark’s Statistics and resulted in a 
research sample of 617 public and private workplaces. The study 
shows that development of intangible capital and collaborative assets 
matter in promoting the latent dimensions of sustainable growth at the 
workplace level.  
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Stream 15. Collaborative innovation practices 
 
Connection between changes in high-involvement innovation 
practice (HIIPs) and simultaneous improvement in productivity 
and the quality of working life 
  
Ramstad, Elise, D.Sc. (Tech.), Senior Advisor, the Finnish Funding 
Agency for Innovation Tekes, elise.ramstad@tekes.fi   
 
The paper examines to what extend changes in high-involvement in-
novation practices (HIIPs) are related to simultaneous improvement of 
workplace productivity and the quality of working life (QWL) from 
management and personnel representatives’ perspective.  HIIPs refer 
to work, managerial and organizational practices that are intended for 
supporting continuous improvement and broad participation. The data 
is based on different surveys are carried out by the Finnish Workplace 
Development Programme TYKES (2004–2010). Results from projects 
to develop work organizations have been monitored in TYKES using 
various surveys. Information obtained via two different surveys has 
been combined for the purposes of this article: a survey on high-
involvement innovation practices within a work organization (HIIP) 
and a self-assessment (SA) survey. The HIIP survey is directed to 
workplaces participated in the development projects, both at the be-
ginning of the project (entry survey) and at its conclusion (exit sur-
vey). The practices selected for investigation comprise inclusive team 
work, the supportive role of supervisors, internal collaboration, per-
sonnel competence development, utilization of external information 
and use of external knowledge in development activities.  The SA 
survey measures the outcomes of the projects and the implementation 
process of the HIIPs. The survey material comprises 253 responses 
from different sectors. The results were analyzed using a t-test of two 
dependent samples, regression analysis and correlation analysis. The 
analysis provides evidence to the theoretical model and in favour of a 
view that publicly funded workplace development projects constitute 
appropriate means to support productivity and the QWL simultane-
ously. The results show that by 1) providing workers with more op-
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portunities to impact the development of operations, 2) by increasing 
the opportunities of employees to cooperate outside the organization, 
3) by supporting the development and competence of staff and 4) by 
strengthening dialogue within a work community we may support the 
simultaneous improvement of productivity and the QWL. In addition, 
development process itself ex. how the practices are implemented and 
good skills in project management, is highlighted. What is surprising, 
however, is that the personnel did not perceive changes in the man-
agement methods of supervisors, even though this was a typical de-
velopment target in several projects. Management assessed more 
changes in supervisors’ methods than was apparent to personnel. It 
would appear that the targeted change concerning the work practices 
of supervisors does not impact the personnel to a sufficient degree. 
The findings show that the significance of good management as a 
success factor for work organizations cannot be overemphasized. 
More management skills related to mental commitment, interaction 
and caring are needed. In order to strengthen the impact of the chang-
es in innovation practices in full degree, we must enhance the 'culture 
of caring and inspiring management', in a more conscious way, to 
ensure that the personnel can feel genuinely esteemed and understood.  
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Stream 15. Collaborative innovation practices 
 
How to promote the participation of staff in innovation activities 
in hospital environment? 
  
Sankelo, Merja, School of Health Care and Social Work, Seinäjoki 
University of Applied Sciences, Finland, merja.sankelo@seamk.fi  
Jukka Piippo, Department of Health and Welfare, Arcada University 
of Applied Sciences, Finland, jukka.piippo@arcada.fi  
 
The staff in hospitals is a key factor in producing new ideas and inno-
vations.  This viewpoint can be called “employee-driven innovation”. 
The goal of this study was to describe, understand and evaluate the 
process in which a new kind of leadership model and activation of 
staff in RDI-work was taken place. 
The action research was carried out in the psychiatric result area in 
one hospital district in Finland. Interviews which were done before 
and after intervention involved 48 persons in total. The data was ana-
lysed by inductive content analysis. The intervention contained train-
ing, seminars, theme group meetings and reflection workshops. The 
outside consultant was leading the development process.   
The need for change in leadership practices was noticed in the be-
ginning of the process. During the intervention a new leadership 
structure was created. The staff assessed after the intervention that the 
project have had positive effects on the behaviour and function of 
their leaders, innovation activities, engagement, well-being at work 
and trust.  
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Stream 16. Whistleblowing in working life 
 
Whistleblowing in the light of loyalty and transparency. 
   
Börnfelt, P-O, Högskolan i Halmstad, p-o.bornfelt@hh.se  
Markus Arvidson, Karlstads universitet, markus.arvidson@kau.se   
Jonas Axelsson, Karlstads universitet, jonas.axelsson@kau.se   
Roland Ahlstrand, Malmö högskola, roland.ahlstrand@mah.se  
 
The aim of the paper is to raise questions about loyalty, whistleblow-
ing and transparency in public organisations. In the first part we pre-
sent the picture of a new form of loyalty in working life. A so called 
rational loyalty is replacing the traditional autocratic loyalty due to 
development in society and the legal framework, as presented by Wim 
Vandekerckhove (2006: 124-134). This development is supporting 
acts of whistleblowing. However, in the paper we argue that the pic-
ture is much more complex and whistleblowing is often hindered in 
practise in spite of developments in organisational policies and law. 
Therefore, we would also like to discuss if increased organisational 
transparency can promote more ethical behaviour and whistleblowing 
in public organisations. In the second part of the paper we discuss the 
prerequisites for rational loyalty in the Swedish public sector. We 
present different kinds of loyalty forms, which can be seen as counter-
forces to rational loyalty, whistleblowing and transparency at work-
places in the public sector.  
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Stream 16. Whistleblowing in working life 
  
Freedom of expression from a trade union perspective. 
  
Fransson, Susanne & Eberhard Stüber, Both authors work at the De-
partment of Social Work at University of Gothenburg,  
Susanne.fransson@gu.se, eberhard.stuber@gmail.com 
 
Whistleblowing has become an issue given considerable attention in 
recent years. The cliché tells a story about a courageous individual, 
breaking the pattern of indifference, silence or even fear at the work-
place.  The motives for going public are – if it will make a good story 
– altruistic and the damage revealed is of significant public interest. 
The cases involved have highlighted legislation or legal initiatives 
from different starting points; public reaction to corruption, financial 
scandals or health and safety accidents, the proper functioning of 
stock markets and the wellbeing of shareholders, and the limits of 
freedom of expression for individuals from a human rights perspec-
tive.  The latter aspect touches an issue namely the increasing influ-
ence of fundamental rights in labor case-law and legislative activities 
on different levels. 
   Our paper deals with a specific aspect of whistleblowing, namely 
the freedom of expression for trade union representatives. In this con-
text, these representatives are employees and they express opinions or 
criticism towards their employer. Our purpose is to assess the limits 
for the freedom of expression for these local union representatives. 
Furthermore, what importance has the trade union dimension when it 
comes to a judicial review? To find an answer to these questions we 
have examined case-law from the European Court of Human Rights 
(ECHR). The ECHR is the common denominator in a Nordic perspec-
tive when it comes to freedom of expression as all Nordic countries 
are members of the Council of Europe.  
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Stream 16. Whistleblowing in working life 
 
Is the type of misconduct decisive for the perceived legitimacy of 
whistleblowing? A study of municipal managers’ assessments of 
whistleblowing in cases of harassment and corruption. 
  
Skivenes, Marit, University of Bergen, Norway  
Marit.Skivenes@aorg.uib.no  
Sissel Trygstad, Fafo Institute for Labour and Social Research, Nor-
way, sit@fafo.no  
 
The purpose of this article is to investigate whether the type of mis-
conduct that is reported – subjective or objective issues – has any 
impact on whether managers will assess this whistleblowing as legit-
imate or not. Misconduct involving harassment will involve a larger 
element of subjectivity than is usually seen in cases of corruption, 
which tend to be characterized by more objective facts. Our sample 
includes 1 940 municipal managers from 107 medium-sized and large 
municipalities. One half of them have assessed a vignette that de-
scribes a situation involving harassment, while the other half was 
presented with the same vignette, but harassment had been replaced 
by corruption. Any differences in the perception of whistleblowing 
related to harassment compared to corruption will emerge in the way 
in which the two sub-samples assess the two vignettes. The analyses 
show, however, that no such differences can be found, neither when 
controlled for gender, education, seniority or number of subordinates. 
The only difference detected relates to the management level of the 
respondents. Senior managers stand out in terms of their significantly 
lower acceptance of whistleblowing in cases of harassment. Our anal-
yses therefore indicate that senior managers take a more positive view 
of whistleblowing in cases of a financial nature, and a less positive 
view in cases involving relational working environment issues.  
 169 
Stream 17. Work in the 24/7 -economy and family relations 
 
A gender perspective in the relationship between work demands, 
boundary setting strategies and organizational flexibility in work-
family conflict among managers in the public sector. 
  
Allard, Karin, Department of Sociology and Work Science,  
  University  of Gothenburg, Sweden, karin.allard@gu.se  
Pousette Anders, Occupational and Environmental Medicine,  
  University of Gothenburg, Sweden, anders.pousette@amm.se  
Tengelin Ellinor, Region Västra Götaland, Sweden, 
  ellinor.tengelin@gmail.com    
Härenstam Annika, Department of Sociology and Work Science,  
  University of Gothenburg, Sweden, annika@harenstam@socav.gu.se  
Dellve Lotta, School of Health Sciences, University of Borås, Sweden, 
  lotta.dellve@hb.se  
 
It is common to view work-family dilemmas like work-family conflict 
as the individual’s problem despite the fact that these kinds of dilem-
mas often have contextual sources. The aim of the present study is to 
explore the experience of work-family conflict among governmental 
employed managers by examining work demands, boundary setting 
strategies and organizational flexibility at the individual and at a con-
textual level where both the organizational belongingness and the 
gender composition is examined.  
Our results show that organizational and contextual research on work-
family issues contributes with knowledge about organizational aspects 
and processes that managers in organizations have to be aware of 
instead of understanding work-family dilemmas as individuals’ prob-
lems. We also conclude that a gender perspective both at the individ-
ual and at the organizational level is needed in the field of work-
family research.  
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Stream 17. Work in the 24/7 -economy and family relations 
 
Work and Care under Pressure. Care arrangements across Eu-
rope. 
   
Björnberg, Ulla, Department of sociology and work science, Gothen-
burg University, Sweden, Ulla.Bjornberg@socav.gu.se  
 
The last decades work hours and work contracts for employees have 
changed in directions that can imply increased variations in the eve-
ryday life. Parallel to this development the population is getting older 
and the possibilities for elderly to obtain support with practical mat-
ters in the household as well as care in everyday life have been re-
duced. Some persons can manage to solve their problems through 
purchase of services with tax reduction (Rut-avdrag) This option is 
however unequally available. In municipalities where need for public 
support is examined, expectations that close kin ,  in particular grown 
up children,  supply support are increasing. In a recent publication, B. 
Le Bihan, C. Martin and T. Knijn (ed). Work and Care Under Pres-
sure. Care Arrangements Across Europe. Amsterdam: Amsterdam 
University Press, problems for employed kin with care responsibilities 
have been examined. In six countries, including Sweden, parallel 
studies have been undertaken. My aim is to present some results from 
the studies with the aim to inspire new research on these kinds of 
matters.  
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Stream 17. Work in the 24/7 -economy and family relations 
  
Work and family interference – an intersectional perspective on 
structural possibilities and individual strategies. 
  
Bolin, Malin & Karin Jarnkvist, Department of Social Sciences, Mid 
Sweden University, malin.bolin@miun.se  & karin.jarnkvist@miun.se 
 
Possibilities to combine employment with family responsibilities have 
mainly been explored by asking employees to what extent they expe-
rience conflicting demands between work and family life. However, it 
is rarely explored what type of job or type of family individuals are 
trying to combine. Today, Swedish society is characterized by a varie-
ty of forms of employment, organizations and family constellations. 
Both gender and socioeconomic group are central for understanding 
what position men and women hold in different spheres of life, and 
thereby for what demands they experience and amount of resources 
being available for them. Although the social stratification of occupa-
tions and thereby how unequal relations are created in the context of 
paid work is generally neglected in research. In Sweden, the labor 
market is highly gender segregated with men and women working in 
different sectors and occupations. Furthermore, women retain the 
main responsibility for children and household despite increasing 
labor force participation. Still, gender differences are rarely problema-
tized in relation to socioeconomic position in the labor market. In-
stead, research has been dominated by individualization theories em-
phasizing individuals making free choices based on individual life-
style preferences. This is especially true in explanations of gendered 
consequences of parenthood.  We argue that an intersectional perspec-
tive on work and family interference is a fruitful way to overcome the 
shortcomings of the dominant neoliberal discourse of work and life 
balance as an individual choice made in a gender and cultural neutral 
context.  
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Stream 17. Work in the 24/7 -economy and family relations 
 
Management in 24 / 7 economy. 
  
Ekonen, Marianne, JAMK University of Applied Sciences, Finland  
marianne.ekonen@jamk.fi  
Tapio Mäkelä, JAMK University of Applied Sciences, Finsland, 
tapio.makela@jamk.fi 
 
To date, there has been very little attention paid to questions related to 
human resource management in the working life and management 
study of shift work phenomena. Additionally, management issues in 
particular have not been considered in and of themselves, but rather as 
unfortunate byproducts of shift work. In this paper, we report the pre-
liminary results of the material that has been collected from a study of 
management in the 24/7 economy during the two-year period of 
2013–2014.  In all, 23 managers participated in six group interviews 
and two workshops.  
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Stream 17. Work in the 24/7 -economy and family relations 
 
The coming of 24/7 society? Trends in timing of work in 1987-
2010 in Finland.. 
  
Oinas, Tomi1, Timo Anttila1 Jouko Nätti2 & Armi Mustosmäki1 
1 Department of Social Sciences and Philosophy, University of 
Jyväskylä, Finland 
2 School of Social Sciences and Humanities, University of Tampere, 
Finland, tomi.oinas@jyu.fi, timo.e.e.anttila@jyu.fi, jouko.natti@uta.fi, 
armi.mustosmaki@jyu.fi  
 
Objective 
There is much discussion about the changing boundaries of work and 
private life accompanied with the thesis of emerging 24/7 society. 
This is often conceptualized as change from industrial to post-
industrial working time regime. The normal working time i.e. approx-
imately 8-hour working day with daytime work and free weekends is 
characteristic to the industrial working time regime. The hypothesized 
post-industrial working time regime is by contrast usually character-
ized by deregulation of collective norms and consequently diversifica-
tion of the length and pattern of working time. There are however 
surprisingly few studies addressing the tenability of this hypothesis. 
Our study will address this issue by using large scale representative 
national surveys with detailed time use diaries covering over two dec-
ades in Finland.  
 
Methods 
The data consists of three Finnish time use surveys (FTUS) covering 
over two decades (1987-1988, 1999-2000, 2009-2010). The FTUS is a 
representative national sample-survey, in which participants keep 
accurate records of their time use (in 10 minutes periods) for two 24-
hours periods. Using diary information we will examine changes in 
the prevalence of working at unsocial hours in both 24 hours (after 6 
pm) and seven days (weekends) cycle. The analysis was restricted to 
employees and working days (n=8192). Firstly we present univariate 
distribution of prevalence of paid work in each hour. Secondly we use 
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multivariate logistic models are used to analyze the effects of survey 
year on the prevalence of working outside normal working time i.e. in 
unsocial hours controlling for changes in characteristics of work force 
(sex, age, marital status, children, socioeconomic status, full/part-time 
and sector). Analyses are conducted separately for weekdays and 
weekends. 
 
Results 
Results give some support for the hypotheses of change from industri-
al towards post-industrial working time regime and a 24/7 society. 
However, during the last decade there has been significant decline in 
the prevalence of unsocial working hours.  Thus, Finland may have 
reached a turning point in this development. Economic situation might 
be the most obvious factor behind observed changes (i.e. through 
reduced overtime hours etc.).  
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Stream 17. Work in the 24/7 -economy and family relations 
 
Work-life balance in the knowledge economy: A conceptual di-
chotomy that does not hold. 
  
Räisänen, Christine, Chalmers University of Technology, Sweden 
christine.raisanen@chalmers.se  
Ani Raiden, Nottingham Trent University, UK, ani.raiden@ntu.ac.uk  
 
In spite of substantial research on work-life balance, we still know 
little about how work-life arrangements play out in the daily lives of 
men; how they combine their work and family care in practice. This 
gap warrants qualitative research on how individual men construct 
their lived experiences of coping with their work and family relations 
in the knowledge economy of today. We contribute to filling this gap 
by critically examining how male academics in construction-related 
departments at Universities in Sweden and the UK construct their 
relationships with family and work. Narrative analysis was applied on 
the life stories of 14 academics, seven from each country, who were at 
different phases in their careers. We found that both Swedish and UK 
men in our cohort perceived that balancing their work and life situa-
tions challenging. Their narratives indicated that conceptualizing the 
challenges as a dichotomy of work versus life was a gross simplifica-
tion. Rather they perceived their situation as consisting of tensions 
caused by a push and pull between work and family, in which the 
former took precedence over the latter, and where personal life had to 
be sacrificed.  
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Stream 17. Work in the 24/7 -economy and family relations 
 
Being an employee in a 24-hour economy: a mobile diary study of 
daily wellbeing and health. 
   
Rönkä, Anna, Faculty of Education, University of Jyväskylä, Finland 
anna.ronka@jyu.fi  
Sanna Sihvonen, School of Health and Social Sciences, JAMK Uni-
versity of Applied sciences, sanna.sihvonen@jamk.fi   
Mari Punna, School of Health and Social Sciences, JAMK University 
of Applied Sciences, mari.punna@jamk.fi  
Ulla Teppo, School of Health and Social Sciences, JAMK University 
of Applied Sciences ulla.teppo@jamk.fi  
Kaisa Aunola, Faculty of Social Sciences, University of Jyväskylä, 
kaisa.aunola@jyu.fi  
 
The so-called 24-economy refers to a society which is open 24/7 and 
where a portion of employees need to work evenings, weekends and 
nights. Working non-standard hours is associated with several physi-
cal and psycho-social risk factors. What seems to be crucial is how an 
employee detaches himself/herself and recovers from work strain 
during leisure time. As a part of the multidisciplinary Take Care 24/7 
research project, this paper presents the results of a mobile diary 
study among employees (N = 38) working at non-standard hours. The 
aim of the study was to describe daily wellbeing in terms of daily 
mood and the factors affecting it among employees working non-
standard schedules. The diary study lasted one week, during which 
the participants reported every day their current moods, work-family 
interaction and health behavior by using their own mobile phones. 
The diary questions included both structured and open-ended ques-
tions. Both quantitative (MPlus) and qualitative analyses were per-
formed. The results showed that daily wellbeing seemed to vary a lot 
over the course of the week. For most of the participants, the week 
included both good days with low levels of tiredness, high energy and 
satisfaction, and bad days with high levels of tiredness, low energy 
and a lot of strain and irritation. There was a clear logic in the main 
findings: The more sleep and exercise the person had, the better mood 
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he or she experienced that day. On the basis of our findings, it seems 
that to maintain a positive mood one has to take care to get a suffi-
cient amount of sleep and physical activity. Spending time with fami-
ly and friends was also regarded as important.  
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Stream 17. Work in the 24/7 -economy and family relations 
 
Work schedules and work-family conflict among dual earners in 
Finland, the Netherlands, and the United Kingdom. 
  
Tammelin, Mia, Department of Social Sciences and Philosophy, Uni-
versity of Jyväskylä, Finland, mia.tammelin@jyu.fi   
Kaisa Malinen, JAMK, School of Health and Social Studies, JAMK 
University of Applied Sciences. Finland  
Anna Rönkä, Department of Early Childhood Education, University 
of Jyväskylä, Finland   
Melissa Verhoef, Department of Sociology, Utrecht University the 
Netherlands 
 
Many European families are affected by the 24/7 economy, but rela-
tively little is known about how working parents experience non-
standard hours. The aim of this study was to analyze the possible as-
sociations of dual earners’ work schedules and other work related 
factors’ with their experience of time- and strain -based work-family 
conflict. These phenomena were examined among dual earners living 
in Finland, the Netherlands, and the United Kingdom. Multigroup 
structural equation modeling was used to analyze cross-cultural data 
on dual earners with children aged 0 to 12 years (N = 1000). The re-
sults showed that working nonstandard schedules was associated with 
increased work-family conflict, but only among Finnish and British 
parents.  Poorer financial situation, working longer hours, more time 
spent working at very high speed, and lower work satisfaction were 
associated with both types of work-family conflict.  
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Stream 18. Working time and virtual work 
 
Work without borders in time and space? Journalists’ work envi-
ronment in the media industry. 
  
Grimsmo, Asbjørn, Work Research Institute, Norway, 
asbjorn.grimsmo@afi.no  
Hanne Heen, Work Research Institute, Norway, hanne.heen@afi.no  
 
This paper has its origin in a work environment survey among jour-
nalists in 2012. In the analysis of data, we approach what might be a 
new phenomenon in the media industry; the 24/7 journalists. Some 
journalists, more than others, use internet as a platform for publica-
tion, ICTs outside working hours, social media at work, and they have 
embedded in their jobs expectations to be available around the clock. 
These journalists we identify as 24/7-journalists.  
After the identification of 24/7-journalists and other journalists, 
we compare their work environment. Our findings are that 24/7 jour-
nalists have higher job demands, but the same access to job resources 
as other journalists. An outcome of this is that the 24/7 journalists 
have greater difficulties in finding a good balance between work and 
family. 
We assume that our findings reflect a more general processes go-
ing on in parts of work life, resulting in increased job demands for a 
growing number of employees.  The job resources, which the employ-
ees may use to overcome these increasing job demands, seem to lag 
behind in this process. One result of this might be that more employ-
ees get problems in terms of less work-family balance in the future.  
 180 
Stream 18. Working time and virtual work 
  
Working conditions and strains – a gender perspective on the D/C 
model 
  
Holt, Helle, SFI – The National Centre for Social Research, Denmark, 
hh@sfi.dk  
Mona Larsen, SFI – The National Centre for Social Research, Den-
mark, ml@sfi.dk   
 
Award of disability pension due to mental health problems has in-
creased dramatically in Denmark during recent years. Strains arising 
from working conditions might lead to mental health problems. Our 
purpose is to examine whether job control and job demands as de-
fined in Karasek’s D/C model contribute to such strains. We assume 
that men and women differ as to degrees of job control and job de-
mands and degree of strains from work. We examine Danish employ-
ees’ position in the D/C model, the impact of this position on strains 
(lack of balance between working life and family life, poor psycho-
social working environment and lack of job satisfaction), and gender 
differences in these respects. We use representative survey data col-
lected among Danish employees in the spring 2012. The response rate 
was 65 percent. From this survey, we use information about 4,330 
wage earners almost equally distributed on men and women. Results 
show that Danish wage earners have high degrees of job control and 
job demands. More men than women have high job control and high 
job demands, while more women than men have low job control and 
high job demands. The D/C model contributes to explain the degree 
of strains, but here gender differences are moderate. High job de-
mands in particular affect the balance between working life and fami-
ly life and the psycho-social working environment negatively. High 
job control operates as a buffer in these respects. Lack of job control 
leads to job dissatisfaction.  
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Stream 18. Working time and virtual work 
  
Work around the clock? Time use data evidence of spaces and 
timings of work 
  
Ojala, Satu School of Social Sciences and Humanities, University of 
Tampere, Finland, satu.ojala@uta.fi  
Pasi Pyöriä: School of Social Sciences and Humanities, University of 
Tampere, Finland, pasi.pyoria@uta.fi 
Jouko Nätti, School of Social Sciences and Humanities, University of 
Tampere, Finland, jouko.natti@uta.fi  
 
The paper draws on the Finnish Time Use Data from 1979, 1987/1988, 
1999/2000 and 2009/2010, focusing on the prevalence of wage and 
salary earners’ work at different places: employer’s facilities, home, 
outside home or the main place of work (e.g. customers’ premises, 
seminars) and on the move (e.g. vehicles). The diary data represents 
Finnish working-aged population and it accurately depicts respond-
ents’ time budgets in 10-minute intervals around the clock. The re-
sults point to surprisingly conventional work practices. The vast ma-
jority of employees work at their employer’s facilities during normal 
working hours. At 10 a.m. and 2 p.m., around 80 per cent of all em-
ployees and 90 per cent of white collar workers report working at 
their employer’s premises. Contrary to our expectations, working at 
home has not increased during the 30-year period the data covers. 
Instead, working in customers’ premises, seminars and meetings has 
become more common. The results critically remind that work has not 
lost its boundaries.  
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Stream 19. Teachers’ working life 
  
Quality driven teacher work –reflection on a concept. 
  
Aili, Carola, Kristianstad University, Platform for research in place-
ment in higher education and professional learning and Lund Univer-
sity, Department of Sociology, carola.aili@soc.lu.se  
 
This paper examines the concept of Quality driven teacher work and 
its usefulness. The concept is discussed from four different perspec-
tives: 1) the teachers’ and school leaders' views; 2) the dominating 
quality discourse; 3) teachers' discretionary work; 4) by using results 
from sub-studies in an ongoing research project. The concept helps 
focusing on teachers’ discretionary work and highlights new time-
consuming tasks that threaten the quality of teaching. This is con-
sistent with new research that shows that professional work is chang-
ing. Professionalism is more conceptually framed as a matter of tech-
nical proficiency. Teachers must be able to follow guidelines from 
predefined cases in detail. Being skilled becomes a question of being 
update on laws, rules, guidelines, and obligation to do documentary 
work in different quality systems. Skill then is less a question on be-
ing competent within a knowledge field from where they analyzed and 
make discretionary judgments. The concept of Quality driven teacher 
work highlights teachers day to day work to improve quality in their 
lessons. In conclusion the concept helps visualizing daily work of 
teachers’ attempts in transforming plans, policies and strategies into 
good teaching practices. Furthermore it helps to highlight the compe-
tition from other work task some of them connected with the new 
technical proficiency professionalism.  
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Stream 19. Teachers’ working life 
Entrepreneurship and the market's future needs: Teaching en-
trepreneurship to future vocational teachers using the “student 
enterprise” model 
  
Schøn, Eldbjørg & Ursula Småland-Goth 
Høgskolen i Oslo og Akershus, Institutt for yrkesfaglærerutdanning, 
eldbjorg.schon@hioa.no & Høgskolen i Buskerud og Vestfold, ur-
sula.smaaland.goth@hbu.no                
 
A recent focus worldwide is on education to foster entrepreneurship, 
mostly at the university level. Under Norway's 2006 “Kunn-
skapsløfte,” the Knowledge Promotion Reform, entrepreneurship is 
introduced as a topic area already in primary, lower-secondary, and 
upper-secondary levels. The reform introduces entrepreneurial think-
ing already at the upper-secondary education and training, giving vo-
cational teachers the task of preparing students in these areas. The 
University College in Oslo and Akershus, Institute for Vocational 
Education, teaches entrepreneurship both on theoretical and practical 
level to students preparing to teach in public schools. This article 
examines the practical dissemination of entrepreneurship through the 
project “Student Enterprise,” as perceived as relevant by those in 
training to be vocational teachers. 
Method: The research question was pursued through a strategic lit-
erature search, a quantitative analysis of teaching assessments from 
114 students (course evaluations), and a survey of 18 vocational 
teachers-in-training. The literature search and theories of Dreyfus & 
Dreyfus (1986) and Schumpeter (1996) formed the basis for analysis 
and discussion. 
Discussion: The "Student Enterprises" teaching plan and method 
aims to promote entrepreneurial thinking and convey direct experi-
ence to future vocational teachers, who will in turn impart these les-
sons to their students, with the implication that they will use the same 
model with their students. The results show that today's praxis is not 
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effective with all vocational-teaching students as a method of prepar-
ing teachers to teach entrepreneurial skills.  
Conclusion: Authors found a high level of dissatisfaction among 
future vocational teachers with the Student Enterprises module, but 
the specifics of the dissatisfaction could not be clearly ascertained, 
suggesting a need for further assessment to better adapt this entrepre-
neurial pedagogy to students'.  
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Stream 19. Teachers’ working life 
 
Teachers' collective and individual resistance towards organiza-
tional development. 
  
Håpnes, Tove and Lisbeth Øyum, SINTEF Technology and Society, 
Norway, tove.hapnes@sintef.no , Lisbeth.oyum@sintef.no  
 
This paper explores how teachers develop collective and individual 
resistance strategies to avoid committing themselves to participate in 
organizational development processes in their workplace. The anal-
yses are based on an ongoing action research project involving six 
upper secondary schools in Norway. In the discussion we use theories 
of collective resistance, discussing resistance as distance and re-
sistance as persistence, and where the relationship between self-
management, control and resistance in work organizations is explored. 
Our findings are worrying within the context of school authorities' 
aim of developing learning school organizations as we argue that 
teachers have internalized individual practices of teaching leading to 
resistance against developing collective knowledge sharing and re-
sponsibility. This challenge is intensified by the fact that we observe 
the same individual tendencies among school management in their 
struggle to develop modern management teams and employee in-
volvement. We conclude by arguing that the school system in Norway 
is underdeveloped when it comes to teachers perceptions of being a 
member and an employee of a work place. This lack of commitment 
among individual teachers and groups of teachers is not only a critical 
challenge in terms of developing innovative and high-skilled perfor-
mance as educators, but it also in many ways go against work legisla-
tion and social-partnership agreements.  
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Stream 19. Teachers’ working life  
Predicting positive and negative work-related outcomes: how 
important is LMX quality for teachers? 
  
Myckltun, Reidar J., Norwegian School of Hotel Management, Uni-
versity of Stavanger, Norway, Reidar.j.mykletun@uis.no  
Trude Furunes, Norwegian School of Hotel Management, University 
of Stavanger, Norway, trude.furunes@uis.no  
 
Leader-member exchange (LMX) theory describes the relationship 
between a leader and his/her subordinates, focusing on the exchange 
relationship between leaders and their subordinates. It postulates that 
leaders relate to subordinates in different ways; each leader and sub-
ordinate dyad develops a unique exchange relationship. The sample 
was randomly drawn from a Norwegian teacher union’s member list. 
409 out of 1050 questionnaires were returned. The QPSNordic-ADW 
was applied for the data collection. The teachers rated their exchange 
relationship with their supervisor (LMX-7). Work-related relations, 
such as organisational commitment, job and life satisfaction, work 
motivation, and perceived age discrimination constituted the depend-
ent variables. Respondents also rated their psychosocial work envi-
ronment, i.e. role conflict, support from co-workers, innovative cli-
mate, as well as selfefficacy, and these variables were entered as pre-
dictors in a second step of the hierarchical multiple regression anal-
yses applied. LMX scores were entered as the first step. LMX had 
unique effects on subordinates’ organizational commitment, job and 
life, work motivation, and perceived age discrimination. The predic-
tion model explained from 22 to 41 per cent of the variance in these 
dependent variables. The effect of LMX was reduced when entering 
work related factors such as low role conflict, high support from co-
workers and positive innovative climate.  
 187 
Stream 19. Teachers’ working life 
 
Construing Teachers’ Quality Work: a Principal View. 
   
Österlind, Marie-Louise, School of Education and Environment, Kris-
tianstad University, SWEDEN 
marie-louise.osterlind@hkr.se 
 
Teachers are the most important school based factor for students’ 
learning outcomes and educational success. Whereas teachers’ pro-
spects of enhancing their students’ development and study results, are 
significant for their work satisfaction and wellbeing. This suggests 
that the endorsement of quality teaching will improve student results 
and teacher wellbeing. Many teachers have difficulties performing in 
accordance to their professional standards, sick rates are alarmingly 
high, and several teachers leave the profession. This calls for a re-
search approach where teachers’ prospects of performing quality 
teaching, are related to their options to perform quality-driven profes-
sional teacher work, i.e. the work performed to support quality teach-
ing. Such an approach take into account factors related to local school 
leadership, and the organisation of teacher work. This paper aims to 
bring together teachers’ and principals’ perspectives on quality-driven 
professional teacher work, in order to gain new knowledge and give 
implications for praxis. The principals and teachers construe teachers’ 
options to perform quality-driven professional work in relation to the 
implementation of a new curriculum and a new grading system, quali-
ty certification processes and an ongoing work hour project, and to 
some extent also to the teachers’ personality and ambitions. The 
teachers’ also mention factors related to local oranisation processes, 
and the relations to pupils and fellow teachers.  
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Professionalism and ‘job-crafting’: In the search for the Higgs 
particle in learning and work. 
  
Amble, Nina, ass. prof/dr. philos & Trine Deichman-Sørensen, pro-
fessor, Oslo and Akershus University collage (HIOA), Department of 
Vocational Teacher Education (YFL), Norway 
 
This paper addresses the ‘micro processes’ (Kamp 2011) in work and 
training. How learning from experience, the use and training of 
thoughts, can evolve in and through education and completion of 
work tasks, to improve or actually change practice. This is a perspec-
tive on work and training in line with Thomas Tempte; as art in oppo-
sition to thought out as stated by Folke Fridell in the novel A dead 
mans hand (Molander, 1997:7). Our perspective may therefore be 
placed under the umbrella of job-crafting following Wrzesniewski & 
Dutton (2001), accompanied by for instance Fuller, Unwin & Laurie 
(2013); the students, apprentices and employees are within this per-
spective regarded as active crafters in a process of sense-making, in 
their shaping of meaning and mastery, social relations and social con-
structs (Weick, 2001; Ravn, 2008; Kamp, 2012; Deichman-Sørensen, 
2005; 2009; Amble, 2013). The crafting in this respect mainly takes 
on three forms; as movements or changes of borders, attitudes or rela-
tions between you and your object/subject (Berg, Wrzesniewski & 
Dutton, 2010). 
This paper has an empirical basis in a set of different interactive 
developmental research projects (Svensson & Nielsen 2006) in work-
ing life and professional training; mainly within so-called ‘people 
work’ (Agervold, 2008) in the municipal health care sector (Gjerberg 
& Amble, 2011; Amble 2012), but also within traditional technical 
professions (Rauner et al, 2012, Deichman-Sørensen, 2013). Theoret-
ically, these projects borders on or are grounded in the Norwegian / 
Nordic and international socio-technical system theory (STS) tradi-
tion (Trist et. al., 1963; Thorsrud & Emery, 1969; Engelstad, 1970; 
Herbst 1974/1993; 1976).   
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According to Sennett (2008) self-rule supposes the capacity of cit-
izens to work collectively on objective problems. He holds this as a 
pragmatism position of stressing the virtues of practice with its repeti-
tions and slow revisions, thus contrasting, for instance, Arendt’s con-
ception of the work experience of ‘animal laborans’ in The Human 
Condition (Arendt 1958 /1996). In STS collective self-rule is worded 
responsible autonomy (Trist & Bamforth 1951), closely linked, on the 
other hand, we find, to Arendt’s notion of thinking, judging and will-
ing in politics, her concept of “action” (ibid). In this paper we argue 
that a ‘micro space’ of human curiosity, thinking, judging and trying 
out ‘went under the radar’ of the Nordic variant of STS, and, accord-
ingly, a cord in the theoretical web of collective problem-solving got 
lost. We claim that this cord nowadays rather is to be found in the 
spirit of job-crafting, which we shall call the “Higgs particle of prac-
tice”. Our hypothesis is that job crafting makes an essential part in 
education and work –representing an important building brick in cre-
ating professional confidence and pride – contrary to managerialism 
or reigns of technocratic qualifications.  
 
Keywords 
Job-crafting, control, responsible autonomy, judging and thinking, 
work with people, working with things, work meaning & mastery, 
vocational / professional education and training, workplace learning, 
self-reflection, collective reflection, co-genetic learning.  
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Stream 20. Professional work in the Nordic welfare state 
  
Social Workers’ Knowledge Use and Learning: An Ethnographic 
Study 
  
Avby, Gunilla, Per Nilsen and Per-Eric Ellström, Linköpings universi-
tet, Helix Vinn Excellence Center, Sweden  
gunilla.avby@liu.se, per.nilsen@liu.se, per-eric.ellstrom@liu.se  
 
Today, the increasing pace of change in the knowledge base of many 
professions is widely recognized. It has been suggested that an epis-
temification is taking place in society. People within different areas of 
work engage with knowledge in ways that historically have been as-
sociated with scientific communities. Professional work is expected to 
include increased emphasis on continuous learning, integration of 
research-based and practice-based knowledge, a greater focus on 
complex problem solving, interpersonal skills and team work. 
In this ethnographic study, the forms of knowledge that social workers 
make use of and how they learn from investigation work are explored. 
This paper draws principally on fieldwork undertaken in two Swedish 
children’s services departments. Three forms of knowledge, practice-
based, research-based and ordinary knowledge, were used to catego-
rize knowledge drawn from a variety of sources. The knowledge 
forms are integrated to different degrees at different phases of the 
investigative process. Integration is made possible through the social 
workers’ engagement in ongoing reasoning processes. The social 
workers had a tendency to use practice-based knowledge, which was 
primarily conveyed from colleagues and previous experience; they 
showed less interest in research-based knowledge. The social work-
ers’ learning, which was recognized in the reasoning process, can be 
characterized as adaptive as they learn to handle tasks in a fairly rou-
tinized way on the basis of a rule or procedure that draws on the exist-
ing knowledge base. 
Keywords: investigation work, knowledge use, forms of 
knowledge, learning at work, reasoning, evidence-based practice.  
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The Theory of Professions revisited. 
  
Björkman, Torsten, Swedish National Defence College, Sweden 
torsten.bjorkman@fhs.se  
 
My paper has two themes. The one is a critique of the present use of 
citation indices. I claim that these measurement often do not measure 
any knowledge of the text referred to, only knowledge that such a 
reference is main stream and gives the impression that you as author 
knows the text. I use “The Professions” from 1933 as my prime ex-
ample. That book is arguably the most referred to in the whole litera-
ture of research on professions and regarded as a pioneering Classic 
in this multidisciplinary new science on professions. It is an integral 
part of the canon of research on professions. My impression after 
having read hundreds of those references is that many of those who do 
make the references and claim that they have read it, are not truthful. 
Some of them obviously do not have a clue of the content of the book. 
A common lack of understanding is that they do not observe that the 
book is a late example of Social Darwinism. When some refer to the 
discussion in the book of the development of the military profession 
their ignorance (and false citation) is very obvious, since the book 
does not treat the military profession at all, which is declared already 
in its preface. My second theme is a revisit to the theory of profes-
sions presented in the book “The Professions”. The forecast regarding 
the future of professions is a rather rosy one. The future belongs to 
the professions. They will make democracies blossom, implying that 
politicians will highly value the competence of, the work by and the 
advice from professionals. Some eighty years after this forecast being 
made it is hard in hindsight to say that it is proven correct. – In short; 
the present situation for professions and professionals is a very mixed 
one. Some professional groups, like teachers, have become de-
professionalized. Other professions have, due to privatization, been 
internally polarized into winners and losers. Still other professions are 
much affected by globalization, some of their tasks being relocated. I 
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end with a discussion of the relevance of Guy Standings class struc-
ture of four layers; “Elite”, “Salariat”, “Proficians” and “Precariat”.  
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Stream 20. Professional work in the Nordic welfare state 
  
Professionalization of prison officers in Sweden and Norway: 
Two routes, two different goals? 
   
Bruhn, Anders, PhD, professor in social work, School of Law, Psy-
chology and Social Work, Örebro university, Sweden.  
anders.bruhn@oru.se  
Per-Åke Nylander, PhD, senior lecturer in social work, School of Law, 
Psychology and Social Work, Örebro university, Sweden,  
per-ake.nylander@oru.se  
Berit Johnsen, PhD, assistant professor at KRUS (Kriminalomsorgens 
Utdanningssenter) Norway, berit.johnsen@krus.no  
 
Nordic prison policy has a reputation of being liberal and progressive 
with rehabilitative efforts in prisons in a central position. Anglophone 
researchers have characterized this as a “Nordic exceptionalism” in 
comparison with the ongoing “penal excess” in their own countries. 
However, there are several important differences in prison policy and 
practice between the Nordic countries. Prison officers (PO) are the 
key actors and by far the biggest occupational group transforming 
penal policy into daily prison practice. In Sweden and Norway the 
strategies for developing this group are very different. The aim of this 
paper is to compare and analyse these strategies and how they are 
implemented. It is based on documents, interviews with key actors in 
and above the prison organizations, and data from recent research 
projects. Results show that the Norwegian prison officer recruitment 
and training is developing very much in accordance with a traditional 
strategy for transforming this occupational group into a profession. 
The main actor behind this has been the prison institute for research 
and education. In Sweden on the other hand development seems to go 
towards routinization and de-skilling, and at best a kind of differenti-
ated and narrowed organizational professionalism. The Swedish of-
ficer role suffers from political-level ad hoc-initiatives combined with 
cost savings, and investments in security and rehab-programs based 
on “evidence based practice” run by special expertise.  
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Stream 20. Professional work in the Nordic welfare state 
 
Factors associated with work dissatisfaction among Swedish 
nurses, occupational therapists and physiotherapists. A 10-year 
follow up. 
  
Enberg, Birgit (Corresponding author), Senior lecturer, Department of 
Community Medicine and Rehabilitation, Umeå University, Sweden, 
birgit.enberg@umu.se  
Britt-Inger Keisu Senior lecturer, Department of Sociology, Umeå 
University, Umeå, Sweden  
Ann Öhman, Professor, Umeå Centre for Gender Studies, Umeå Uni-
versity, Sweden 
 
The psychological and emotional demands, have increased in modern 
workplaces in general and also in the health care sector. The 
healthcare personnel who graduated in the late 1990s and early 2000s 
often started their employment in workplaces characterized by re-
structuring and downsizing. Results from many studies regarding 
work dissatisfaction and work-related health problems among 
healthcare personnel from Sweden and other countries were presented. 
Factors contributing to nurses´ intentions to leave their jobs were 
identified. These factors included among others: Low job satisfaction, 
lack of support from supervisors, lack of career possibilities were 
contributing factors to nurses´ intention to leave their jobs. In studies 
from resent years, authors have shown that work satisfaction is im-
portant to prevent burnout among physiotherapists. Work satisfaction 
is also an important predictor of energy and involvement among nurs-
es and other healthcare workers. The Effort-Reward Imbalance (ERI) 
model is often used in psychosocial work research. The model takes 
into account content of work as well as individual work roles and the 
coping patterns of the individual and focus on social reciprocity of 
exchange in occupational life. There is an expectation that effort at 
work (e.g. quantitative load, qualitative load and increase in total load 
over time) will be rewarded in terms of salary, esteem, job security 
and career opportunities. The aim of the study was to scrutinise how 
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nurses, occupational therapists and physiotherapists, women and men, 
who graduated 1999 assess their work environment in terms of effort, 
reward, possibilities to pursue knowledge development in the profes-
sional field and work satisfaction, three and thirteen years after grad-
uation. The aim was also to estimate associations between work satis-
faction and the possibilities to pursue knowledge development in the 
professional as well as the potential outcome from the effort-reward 
questionnaire. Preliminary results from univariate logistic regression 
analysis show statistically significant associations between work sat-
isfaction and the independent variables ability to pursue knowledge 
development in the professional field, effort, reward, effort-reward 
imbalance and overcommitment. In order to prevent work dissatisfac-
tion and future health problems among nurses, occupational therapists 
and physiotherapists, signs of poor psychosocial working conditions 
have to been taken seriously. Professionals must also been given the 
possibilities to pursue knowledge development in the professional 
field during working time and to develop professionally in order to 
improve work satisfaction and to ensure evidence based practice.  
 196 
Stream 20. Professional work in the Nordic welfare state 
 
Changing work practices and new positional dynamics at the In-
tegrated Emergency Department. 
  
Ernst, Jette, Ph.D scholar, Institute of Language and Communication, 
University of Southern Denmark, jette-ernst@sdu.dk 
 
In Denmark the local government reform of 2007 which, among oth-
ers, had a more efficient use of resources and a higher level of quality 
in the health sector as core objectives lead to the establishment of 
larger and specialized hospital units. The restructuring of the hospital 
sector involves new ways of admitting acute patients in integrated 
emergency departments (IED hereafter). This reflects a marked para-
digmatic shift characterized by the specialization of hospital units, 
and the standardization and systematization of work practices. The 
aim of this paper is to analyze how the nurses of a recently established 
IED respond to and act upon attempts at standardization of practices 
substantiated and legitimized through arguments of quality and safety 
enhancements based on medical evidence. The paper addresses the 
issue of professional practice and identity among the nursing staff. 
Through a Bourdieuian lens I explore how New Public Management 
remedies in the form of standardization of care and clinical service 
allow for new professional capital to emerge on the one hand, and on 
the other limit traditional nursing craft thereby creating new dynamics 
in the field.  
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Stream 20. Professional work in the Nordic welfare state 
  
“Professionalism” as an emotional regime in a bureaucratic ser-
vice context. Emotion management in case handling of debt relief. 
  
Larsson, Bengt, Dept. of sociology and work science, University of 
Gothenburg, Sweden, bengt.larsson@socav.gu.se 
 
This paper explores the emotional regime of handling debt relief cases 
at the Swedish Enforcement Authority (SEA) to understand the ten-
sions between different justificatory logics. The study analyses how 
emotion management and emotional display are justified in interviews 
with SEA staff (n = 29). The analysis shows that this bureaucratic 
emotional regime is multidimensional and encompasses four different 
logics, according to which case managers orient and justify their emo-
tion management and emotional display. These logics are expressed 
by case managers’ explanations of what it means to be professional in 
relation to four relational contexts for case handling.  
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Stream 20. Professional work in the Nordic welfare state 
  
Empowering and caring professionals – construction of profes-
sional identities in rehabilitative elderly. 
  
Meldgaard Hansen, Agnete Ph.D. student, Centre for Working Life 
Research, Roskilde University, Denmark, agmeha@ruc.dk  
 
A wave of policies to reform municipal elderly care services is sweep-
ing across Denmark. Under headings such as ‘help for self-help’, 
‘everyday rehabilitation’, and ‘re-ablement’, municipalities are work-
ing to make their elderly citizens more self-reliant, active and less 
dependent on municipal care services. The reform programs are put in 
place to counter the demographic challenges faced by the Nordic (and 
many other) welfare states, known under the pessimistic expression 
‘the burden of ageing’.  
Based on ethnographic case studies in two Danish municipalities, 
the paper illustrates how care workers negotiate professional identi-
ties and understandings of meaningful care work, in the new regime 
of rehabilitative elderly care – how they manage the ambiguities of a 
simultaneously empowering and interventionist practice.  
The paper’s analytical framework draws on an understanding of 
empowerment as a form of advanced liberal government. Also includ-
ed are perspectives on historically shifting understandings of care and 
professional care work, that serve as a repertoire of meaning and iden-
tity for care workers, who are shown to be actively constructing iden-
tities and ‘crafting’ their jobs in relation to the new practice of reha-
bilitative elderly care. 
The care workers are found to be balancing complex and contra-
dicting identities as ‘paradigm shifters’ who are reforming traditional 
understandings of care; as facilitators of the choices and control of 
citizens; as promoters of responsibility and guards of municipal care 
budgets; as normative experts; as efficient housewives performing 
practical tasks; and as sympathetic listeners who fulfil the elderly’s 
needs for contact and empathy.  
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Stream 20. Professional work in the Nordic welfare state 
 
Welfare technologies meet welfare professions – ideas for a re-
search agenda. 
  
Meldgaard Hansen, Agnete, PhD student, Centre for Working Life 
Studies, Roskilde University, Denmark, agmeha@ruc.dk 
Sidsel Lond Grosen, Ass. Prof., PhD Centre for Working Life Studies, 
Roskilde University, Denmark, sgrosen@ruc.dk 
Annette Kamp, Ass. Prof, PhD, Centre for Working Life Studies, 
Roskilde University, Denmark, kamp@ruc.dk 
 
In the Nordic countries ’welfare technologies’ have in the latest years 
been launched as the new way to modernize and further rationalize 
the public sector. This paper presents a research agenda for studying 
welfare technologies and their impact on working life, focusing on the 
working life of social and health care aides/assistants, nurses and 
occupational therapists working with elderly care and chronically ill 
patients. The agenda is developed by combining understandings and 
insights from primarily Nordic research in care work (e.g. Wærness 
1984, Kamp, Hvid 2012, Szebehely 2005) with newer STS inspired 
research on work and telemedicine/robotization (e.g. Oudshoorn 2009, 
Mol, Moser et al. 2010). It is underlined how the political administra-
tive conceptualization as well as the practical application of welfare 
technologies may transform conceptions of care.  Drawing on the 
above mentioned fields of research, we argue that welfare technology 
is likely to affect the relationship between clients and professionals 
and the ‘body work’ that forms a central part of care work. The 
changed preconditions for interaction and body work are also likely to 
change the conditions for performing professional care and medical 
work. Furthermore, we point out how social relations between differ-
ent professional groups are reconfigured, and discuss the implications 
for identity and meaning in work. Finally we present our research 
agenda for a future study in this field. 
 200 
Stream 20. Professional work in the Nordic welfare state 
 
Exploring perspectives on the primary task of daycare. Experi-
ences from experimental group interviews. 
  
Sasser, Maja, Department of working life studies, Roskilde University, 
Denmark, msasser@ruc.dk  
 
In Denmark, the perception of the primary task of daycare has under-
gone great changes during the last around 15 years. Greater political 
and societal expectation on daycare to prepare children for school is 
one of these major changes. This has been followed by an increase in 
political influence on the work of daycare personnel in the form of e.g. 
greater demands for documentation of learning activities. The interest 
of the paper is to examine how the employees in daycare centers as-
sign meaning to their work in the light of the development in the ex-
pectations and regulations. The study takes departure in a sensemak-
ing perspective. The primary task is seen as the plot in the narrative 
about the importance of work, where the work tasks are assigned dif-
ferent levels of importance. The empirical material consists of two 
group interviews using a combination of visual and verbal method, as 
participants brought photos from their work. The findings suggest that 
on the one hand there is space for diverse interpretations of the prima-
ry task among the employees. On the other hand, the creativity in the 
interpretations of their primary task is effected by the formative con-
text, especially a dominating learning discourse, causing an un-
derrepresentation of e.g. basic care. Furthermore, the political influ-
ence creates new struggles for sensemaking, as new work tasks are 
not easily assigned significance in the participants’ perception of their 
primary task. 
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Stream 20. Professional work in the Nordic welfare state 
 
Boundaries and collaboration – A matter of demarcation or 
cross-boundary endeavors. 
   
Theandersson, Christer, University of Borås, Department of Educa-
tion and Behavioral Science, Sweden, Christer.Theandersson@hb.se  
Mikael Löfström, University of Borås, School of Business and Infor-
matics, Sweden, Mikael.Löfström@hb.se 
 
In last decades we have witnessed an extensive debate about how to 
improve service quality and efficiency through collaboration between 
local authorities in the Swedish Welfare system. This is partly due to 
a trend to make different kind of local welfare units to complete or-
ganizations with clear boundaries in relation to their environment, 
thus defining costs and assets as internal or external. Clearer bounda-
ries with decentralized budget responsibility may hamper collabora-
tion, especially in an age of budget cuts. But previous research has 
also indicated that inter-organizational boundary problems could be 
related to authorities’ different legislation, political control, profes-
sional competences and culture values. Previous research indicate that 
a balancing act between integration and demarcation have to take 
place if interventions, with the intention to enhance collaboration, will 
succeed. Collaboration in the public sector can be seen as meetings 
between different institutional roles which are largely determined by 
legislation and professional standards with varying degrees of differ-
ent logics and norms. For this reason, there is reason to believe that 
collaboration based on an overly strong strives for standardization and 
consensus leads to conflict. Previous research indicates that collabora-
tion between local authorities in the health-care sector has to be based 
on a different kind of integration based on loyalty and trust as well as 
participants knowledge and understanding of each other’s practices, 
where different practices still maintaining its autonomy through par-
ticipants clarifying their differences. The aim of article is to interpret 
municipal and health care staff’s experiences of inter-organizational 
boundaries and collaboration in the organizational field of psychiatry 
and Habilitation Services. This results in the following questions: In 
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what way does health care staff experience (challenges and opportuni-
ties related to) inter-organizational boundaries, and what meaning do 
they ascribe to collaboration (or the lack of it) in these contexts.  
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Stream 20. Professional work in the Nordic welfare state  
 
Employee-driven innovation, EDI, in welfare services, discussion 
paper on consequences. 
  
Wihlman, Thomas, School of Health, Care and Social Welfare, Mä-
lardalen University, Sweden, thomas.wihlman@mdh.se 
 
In a study in welfare services in Swedish municipalities employees 
were found who enthusiastically would like to contribute to EDI, but 
there were several hindrances to this. Their managers had a positive 
attitude, but the attitude from senior management towards the em-
ployees and their possibilities, was rather restricted, although they did 
not dismiss the idea of EDI.  
Lack of time was a problem for the employees as well as commu-
nication with colleagues. Organizational structure was by senior man-
agement deemed as old fashioned, even tayloristic, not encouraging 
engagement, idea discussions, cooperation and reflection. There was 
the absence of a holistic approach. HRM and learning were not used 
systematically to support innovation. For management budget keeping 
was the priority, not innovation. The potential for employee-driven 
innovation thus was not fulfilled. The study raises questions of how 
the concept of innovation was interpreted and if innovation as a con-
cept needs to be adapted to the public sector, not being so heavily 
influenced by its business tradition. Furthermore, the impact of New 
Public Management, NPM, on innovation in the municipalities is 
discussed.  
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Stream 21. Labour-management relations and working conditions in 
retail trade, threats and possibilities? 
 
Opening hours and working time in the retail sector – codetermi-
nation and trade union challenges. 
  
Alsos, Kristin, Fafo Institute for Labour and Social Research, Norway, 
kal@fafo.no  
Dag Olberg, Fafo Institute for Labour and Social Research, Norway, 
dol@fafo.nothor  
 
Research questions in this paper concern retail trade unions’ bargain-
ing positions and representation in working time issues. Presenting 
regulations in Norwegian law and collective agreements as a starting 
point, it is illustrated that the dominant retail sector trade union has 
fought an up-hill battle regarding extended opening hours and that 
union influence on working time issues is relatively weak.  
The analyses are based on qualitative interviews with the social 
partners, trade union representatives and managers at the work place, 
labour market statistics, and document studies of collective agree-
ments.  
Working time in retail is closely linked to shops’ opening hours. 
Expanding opening hours will lead to demand for employees working 
more hours outside the normal working day. The analysis shows that 
trade union codetermination rights regarding working time represents 
a contested and partly neglected area in the retail sector. This is due to 
structural changes, business strategies, changes in the work force and 
diverging employee interests, third party interests, and past regulatory 
practices and politics. 
Two types of comparative perspective are applied, with collective 
agreements covering other parts of Norwegian private service sector 
and with working time regulations in retail trade in Finland, Austria 
and the Netherlands. 
In conclusion the paper discusses a set of choices and challenges.  
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Stream 21. Labour-management relations and working conditions in 
retail trade, threats and possibilities 
 
Part-time work in retail:  welcome flexibility or challenge for 
HRM strategies? 
  
Bråten, Mona, Fafo, Institute for Applied Social Science, Oslo, Nor-
way, mob@fafo.no 
Kristine Nergaard Fafo, Institute for Applied Social Science, Oslo, 
Norway, kne@fafo.no 
 
The retail trade sector in Norway has long been dominated by part-
time work, high turnover rates and the employment of students who 
combine part-time jobs with their studies. Whereas other part-time 
sectors have established targets for reduced part-time rates, managers 
in retail depend heavily on part-time jobs. Part-time positions in gen-
eral, as well as extras in small jobs, are seen as necessary in order to 
meet the challenges of staffing the outlet efficiently. However, there 
are examples of work-places where part-time and especially involun-
tary part-time, have been addressed by the social partners at company 
level. We discuss the experiences of two shops who have undertaken 
trials projects in order to reduce involuntary part-time and accommo-
date for jobs with more hours.  
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Stream 21. Labour-management relations and working conditions in 
retail trade, threats and possibilities 
 
Is there a Danish model in retail? Labour-management coopera-
tion and its effects on recruitment and retention  
 
Ilsøe, Anna, FAOS, Department of Sociology, Copenhagen University, 
Denmark, ai@faos.dk 
Jonas Felbo-Kolding, FAOS, Department of Sociology, Copenhagen 
University, Denmark, jfk@faos.dk  
 
The Danish model of labour market regulation is often highlighted for 
its cooperative practice between management and labour at central 
and local levels. However, most new jobs are created in less orga-
nized sectors, and it is an open question, whether labour-management 
relations in these sectors copy the cooperative practice. This paper 
examines how labour and management cooperate on working time 
and further training in one of these sectors, retail, and how this coop-
eration contributes to handling one of their major challenges: recruit-
ment and retention of employees. Empirically, the paper draws on 
explorative case studies in six retail shops in Denmark. Various types 
of managers and employees were interviewed - 45 persons in total. 
Drawing on micro-sociology we identify four different spaces of co-
operation: closed individual, open individual, closed collective, open 
collective. Managers and employees cooperate a lot in the six shops. 
However, most of the cooperation takes place in open spaces, whereas 
cooperation in closed spaces is limited. This partly explains why 
managers and employees mainly deal with what IR researchers has 
characterized as welfare or operational issues (working time), whereas 
tactical or strategic issues regarding employee development (further 
training) less often are on the agenda. As a result their cooperative 
practice mostly contributes to recruitment and retention in a short 
term perspective.  
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retail trade, threats and possibilities 
Shifting subject positions of first line managers in retail trade 
Lindström, Sara, Minna Janhonen and Marjo Wallin, Department of 
Work and Work Organization. Finnish Institute of Occupational 
Health, Helsinki, Finland, e-mail=firstname.lastname@ttl.fi  
 
In this paper, we focus on the role of the first line manager in the 
Finnish retail environment. The role of the line manager has in gen-
eral strengthened as a part of the general trend to decentralize man-
agement and responsibility in organizations. However, the role of 
retail line managers in supporting both the work ability and well-
being of employees and the performance of the store, involves partic-
ular challenges specific for the retail sector context. Specifically, we 
are interested in how the interviewed managers position themselves 
towards both the employees of the store and the chain under which 
they are employed. In this study, we unravel some of the tensions and 
resources in the relations between first line managers, store employ-
ees and the retail chain.  
Our analysis shows shifting positions of the first line managers in 
constructing boundaries of relatedness, distance and detachment to-
wards store employees and chain management. In other words, the 
interviewees both distance themselves from employees and the chain 
and assume relatedness to the same actors by occupying various sub-
ject positions. They construct their professional identities as supervi-
sors through constantly shifting identifications vis-à-vis these actors. 
As a result, we argue that this shifting is a way for the first line man-
agers to cope with the conflicting expectations due to their in-between 
position.  
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retail trade, threats and possibilities 
 
The dynamic interaction between internal and external pressures 
for MNC’s HR management practices: The case of Lidl Finland. 
  
Skippari, Mika, University of Jyvaskyla, Finland,  
mika.skippari@jyu.fi  
Mike Geppert, University of Surrey, UK 
Karen Williams, Swansea University, UK 
Olli Rusanen, Aalto University, Finland 
 
Researchers have recently paid attention to HRM practices in MNCs 
(Dörrenbächer & Geppert, 2011; Ferner et al., 2001). When entering 
new markets, MNCs typically face the dilemma between the need for 
global standardization and local adaptation of HRM practices.MNCs 
seek for both internal and external legitimacy in their operations 
(Kostova & Zaheer, 1999). In this, MNCs have a varying degree of 
success in their attempts to standardize their operations, depending on 
the institutional environment in a given country context. Scholars 
have emphasized the importance of national business systems (Whit-
ney, 1999; Hall and  Soskice, 2001) and home and host-country ef-
fects on MNCs’ operations (Ferner and Quintanilla, 1998; Noorder-
haven  and  Harzing, 2003).   
Besides these external pressures, researchers have emphasized the 
importance of micro-level power games affecting MNCs adaptation to 
the institutional pressures (Geppert & Williams, 2006, Ferner et al., 
2012). Both internal and external factors - divided into global, nation-
al, and internal pulls (Geppert & Williams, 2006) - should be taken 
into account when trying the understand MNC’s attempts to standard-
ize and transfer HRM practices across countries. However, less exam-
ined is how these internal and external pressures dynamically interact 
over time in the process of market entry. 
In this paper we investigate this dynamic process by examining 
how the global, national and internal pulls interact and how their in-
terdependence influences the adaptation process in HRM practices in 
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MNCs. Empirically we focus on Lidl Finland, a subsidiary the Ger-
man food retailer Lidl and its adaption process to Finnish market.  
Lidl Finland represents a case where Lidl’s attempts to harmonize 
HR practices on its home country practices were less successful than 
in other European countries. Moreover, Lidl’s entry to Finnish retail 
grocery market was highly controversial and gained wide publicity. 
Lidl can be characterized as a repressive organization in HRM issues, 
being known for its strict anti-union company strategy, extremely 
limited worker representation and limited employee consultation 
across Europe.  
In our longitudinal case study we draw on extensive data including 
both primary and secondary material. We interviewed altogether 18 
persons in Finland, including six retail managers, five store level em-
ployees, six trade association and union managers, and one civil serv-
ant. We also collected media archive data consisting of 277 news 
articles published in leading Finnish trade journals between 2000-
2012. In addition, we have extensive interview data regarding Lidl’s 
HR practices in four other European countries (Germany, UK, Ire-
land, and Spain), which we use to triangulate our findings in Finnish 
context. 
We show how Lidl Finland’s entry to Finnish markets was charac-
terised by constant struggles between cross-border standardization 
and local adaptation of labour practices. We identify several tactics 
employed by Lidl management in order to weaken the effects of insti-
tutional pressures. We show various mechanisms by which the adap-
tation process took place. There is also some evidence that personal 
characteristics of local managers affected the way HRM issues were 
addressed. Our analysis emphasises the dynamic interplay between 
labour market institutions and global retail strategy as well as the 
critical role of local actors (managers and employees) in the adapta-
tion of MNC practices.  
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Stream 22. Nordic management and organization – now and in the 
future 
A Review of Swedish Literature on the Integration of Manage-
ment, Working Conditions and Productivity / Effi-ciency. 
 
Eriksson, Birgitta, Working Life Science, Business School, Karlstad 
University, Sweden, Birgitta.Eriksson@kau.se  
Pia Renman, Working Life Science, Business School, Karlstad Uni-
versity. Sweden 
 
There are many who testify that there is a Nordic tradition in terms of 
leading and organizing workplaces. Changes in the labour market 
places demands on productivity and efficiency that may affect em-
ployees' working conditions. The aim with our study is to describe 
different kinds of attempts and strategies to integrate leadership, 
working conditions and competitive businesses/efficient public organ-
izations in the 2000s. This conference paper contains the search pro-
cess, the results of the searches as well as the final selection process. 
It is a paper in progress, which means that the content of the literature 
has not been analysed fully yet, but a preliminary result so far is that 
there are few studies which take into account all three areas manage-
ment, working conditions and productivity/efficiency at the same 
time. Most studies focus on one of the aspects or the relationship be-
tween two of them. However, there are examples of studies where the 
results show that management has improved the efficiency as well as 
the employees’ working conditions. According to results, factors that 
pave the way for good working conditions are participation, influence 
at work and opportunities to get responsibility when businesses are 
improving their activities. According to our literature review, man-
agement focusing on creating good relations and communication in 
addition to shared visions will create an overall situation that will 
impact on the employees’ conditions 
In the paper we develop a concept of self-loyalty. The theoretical 
points of departure are Josiah Royces concept of loyalty, and Georg 
Simmels concept of social forms. We discuss self-loyalty as a demand 
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on the individual in contemporary Western society, and not at least in 
the working life. Possible consequences of self-loyalty are also ana-
lyzed in the paper. We focus on increased self-criticism, and less so-
cial criticism, as two consequences.  
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future 
 
Health promoting leadership in Germany and Sweden– evalua-
tion of an intervention. 
   
Isaksson, Kerstin. Department of Psychology, HVV, Mälardalen Uni-
versity, Sweden, Kerstin.isaksson@mdh.se  
Eric Hansen, Department of Psychology, HVV, Mälardalen Universi-
ty, Sweden, e-mail eric.hansen@mdh.se  
Carina Loeb, Department of Psychology, HVV, Mälardalen Universi-
ty, Sweden, carina.loeb@mdh.se  
Gisela Mohr, Department of Psychology, University of Leipzig, Ger-
many, Mohr@uni-leipzig.de 
Christiane Stempel, Department of Psychology, University of Leipzig, 
Germany, christiane.stempel@uni-leipzig.de 
 
A three year intervention study REwarding and SUstainable health-
promoting LEADership (RE-SU-LEAD) -  was supported by grants 
from OSH-ERA (Occupational Health and Safety in the European 
Research Area) with three nations collaborating (Finland, Germany 
and Sweden). A training program with focus on health-promoting 
leadership and duration of 12 months was conducted in Germany and 
Sweden. Finland participated in the longitudinal study but without the 
intervention. 
 
Objectives of the project 
Effects of leadership behaviour on subordinates’ psychological well-
being and health and to identify predictors of health promoting lead-
ership after the intervention and the role of satisfaction with the inter-
vention workshops. The aim was to investigate whether group level 
indicators from the evaluation of the intervention seemed to affect 
individual perceptions of their leaders in terms of health promoting 
leadership behavior. Furthermore, gender and culture were two addi-
tional factors of interest.  . 
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Method 
Questionnaire data were collected from leaders and team members 
mostly from the public sector. Total number of respondents was 1143, 
124 in Sweden, 797 from Germany and 225 from Finland. Data from 
three occasions before the intervention were collected and two fol-
low-ups were done, immediately after and six months later. 
 
Results 
Summative evaluation indicated that the training appeared to have a 
positive impact on perceived leadership behavior (transparency, con-
flict management, self-awareness, fairness) and on follower well-
being (work engagement, occupational self-efficacy, team climate, 
somatic symptoms). Moreover, we found positive effects on sickness 
absence and sickness presence. However, these significant changes in 
perceptions of health promoting leadership and wellbeing of employ-
ees after the intervention were found only in Germany. The evaluation 
revealed relatively stable mean values over time. Throughout the 
study Swedish employees tended to have more positive perceptions of 
their leaders and higher levels of well-being than their German coun-
terparts. Over time the values in Sweden remained relatively stable. 
Satisfaction with intervention workshop appeared to have had no sig-
nificant effect on the perception of health promoting leadership. In-
stead, a decisive factor was the size of the teams and larger groups 
generally reported lower levels of health promoting leadership. Re-
sults showed that team size was considerably larger in Sweden. Other 
reasons for the differences in countries could be a “ceiling effect” in 
Sweden with higher values from the outset. Cultural values seemed to 
explain a small but significant part of the difference in perceptions of 
leaders.  
 214 
Stream 22. Nordic management and organization – now and in the 
future 
 
Transformational leadership style and the balance between effort 
and reward within Swedish elderly care. 
 
Keisu, Britt-Inger, (Corresponding author), Senior lecturer, Depart-
ment of Sociology, Umeå University, S-901 87 Umeå, Sweden,  
britt-inger.keisu@soc.umu.se  
Ann Öhman, Professor, Umeå Centre for Gender Studies, Umeå Uni-
versity, Sweden and Birgit Enberg, Senior lecturer, Department of 
Community Medicine and Rehabilitation, Umeå University, Sweden. 
 
Substantive international research has shown an array of problems 
with working conditions among staff in elderly care. Accordingly, 
there is a body of knowledge that provides rich information about the 
negative aspects, whereas little is still known about positive work 
satisfaction among employees. Over the past decades there has been a 
growing interest for the relation between leaders and their employees 
and what effect leaders have on employees’ well-being. Research 
indicates that the transformational leadership style is positively asso-
ciated with these effects but lesser is known about its connection to 
employee job satisfaction. This article is based on two questionnaires, 
Effort Rewards Imbalance and Multi Leadership Questionnaire, dis-
tributed at 9 workplaces to nurses, occupational therapists and physio-
therapists in a sample of 159 individuals. The aim of this article is to 
explore the relationships between managers´ transformational leader-
ship style and employees´ balance of effort and reward. In the analysis 
we found no significant association between effort and transforma-
tional leadership style among staff in elderly care. However, in the 
analysis between reward and transformational leadership style we 
found the association significant. Additionally we found a significant 
association in the analysis between balance in effort and reward and 
transformational leadership style.  
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future 
 
Human Resource Management (HRM) strategies and the impact 
on well-being of employees in Danish private and public firms. 
   
Nielsen, Kjeld, Department of Sociology and Social Work, Aalborg 
University, Denmark, Kjeld@socsci.aau.dk  
Peter Nielsen, Department of Political Science, Aalborg University, 
Denmark 
 
The management in Danish firms mainly takes voluntaristic decisions 
in their HRM practice i.e. following pragmatically, both economic 
and social oriented goals and strategies. Being voluntaristic, the deci-
sions about HRM-related issues are based on a mix of control and 
commitment strategies, typically within a complex social context 
(HRM system). This voluntaristic decision is in keen opposition to the 
philosophy of the hard core of HRM that emphasizes strategic orienta-
tion in a detailed controlled deployment of human resources. This 
paper present a view of human resources deployment that manage-
ment give employees discretion in the work organization (human re-
sources are seen as an investment), that motivate and involve employ-
ees and create well-being among employees. So, management practic-
es commitment strategies shape well-being among employees. This 
idea of management challenges the ability of the organization to per-
sist, especially when organizational and technical changes have to be 
implemented by employees. So, the question is: How do HRM strate-
gies connect to the employee’s well-being? 
The analytical results presented shortly in the paper build on data 
from project Meadow (Employee and Employer Survey 2012) of Dan-
ish firms. One idea from the HRM- and modern Working life studies 
literature have been argued.  
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future 
 
What can working life learn from successful Swedish elite sports 
clubs? 
  
Oudhuis, Margareta, University of Borås, Margareta.Oudhuis@hb.se  
Stefan Tengblad, University of Skövde, Stefan.Tengblad@his.se  
 
Swedish elite sports clubs have increasingly come to resemble com-
mercial organizations, but still with traits that differ and make them 
stand out. With their roots and values in a national social movement 
tradition based upon idealism and democracy today’s sports clubs also 
have to be run as professional, commercial and profit driven organiza-
tions. The study deals with issues such as what makes successful 
Swedish elite sports clubs into top performers. What can corporations 
and other organizations learn from sports clubs? Obviously there is a 
lot to learn as regards different aspects of team building but also on 
how to deal with the pressure of performing under stressful conditions. 
What are the necessary preconditions? The project comprises nine 
elite sports clubs within four different sports: football, handball, ice 
hockey and basketball. 
Methodologically different kinds of qualitative methods have been 
used. More than 60 qualitative interviews have been made with lead-
ers on different levels in the nine clubs. Feedback meetings have also 
taken place. Thereby we have been able to confirm our findings and 
also deepen our understanding of the different aspects we found. Also 
documents such as Annual Reports, yearbooks have been used. Fur-
thermore, a group of three former top coaches on a national team level 
(Tommy Svensson, Conny Evensson and Bengan Johansson) have 
participated as an advisory group. 
The result shows that ten different factors are behind top perform-
ing sport clubs, five team factors and five organizational factors. One 
important aspect seems to be the combination of high demands and 
strong support, of a team spirit that takes advantage of informal lead-
ers and their ability to instill a spirit of always wanting to learn more, 
to give their best.  
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future 
 
Dialogic leadership of creativity: Resource for innovations, sus-
tainable working life and performance 
 
Syvänen, Sirpa, School of Management & Work Research Center, 
University of Tampere, Tampere, Finland, sirpa.syvanen@uta.fi  
Sari Tappura, Department of Industrial Management, Tampere Uni-
versity of Technology, Tampere, Finland, sari.tappura@tut.fi  
 
This study is part of a research program ‘Dialogic leadership promot-
ing innovativeness’ (Dinno, www.dinno.fi). The objective of the 
study is to locate and define the specific organizational features and 
factors affecting to creativity via dialogic leadership and the mutual 
mechanisms between them. The theoretical framework is based on the 
theories of creativity, leadership, learning and motivation. According 
to the framework, the dialogic leadership of creativity has the poten-
tial to impact positively on innovations, sustainable working life and 
performance. The results are based on an Innovativeness question-
naire in Finnish service sector organizations. Results suggest that 
more attention should be paid to the dialogic interaction skills of the 
leaders as well as their capacity to identify, support, and maintain 
organizational learning and intrinsic motivation of the employees. The 
main challenge for the leaders is to promote open and confidential 
dialogical interaction, to understand the mechanisms of creative work, 
to use different forms of rewards, to support motivation, and to en-
courage individual employees. The results also revealed that in the 
target organizations the social and physical working environment, 
climate and circumstances do not promote creativity as well as there 
are human resources and potentials. Due to the huge waste of re-
sources (e.g. knowledge, creativity and intrinsic motivation), innova-
tions, quality of working life, and performance are not as high level as 
possible.  
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future 
 
Trust, performance and well-being in Nordic working life and 
management research. 
  
Sørensen, Ole H. Peter Hasle, Christian Uhrenholdt Madsen, Centre 
for Industrial Production, Department of Business and Management, 
Aalborg University Copenhagen, Denmark, ohs@business.aau.dk, 
hasle@business.aau.dk, cum@business.aau.dk 
 
In the last decades there has been a growing focus in working life and 
management research on sustainable organizational development that 
simultaneously improve organizational out-comes such as productivi-
ty and quality and employee outcomes such as well-being and job-
satisfaction. Research has pointed to trust as an important component 
of participatory management practices having simultaneous positive 
outcomes for organizational productivity and employee well-being. 
The aim of this paper is to establish an overview of the results of 
Nordic working life and management research inquiring in the conse-
quences of trust based management practices for organizational and 
employee outcomes. The paper draws on a literature study of research 
publications (articles, dissertations, books) analysing empirical mate-
rial from Nor-dic countries. The findings suggest that trust is an im-
portant prerequisite for establishing cooperation and employee partic-
ipation in the companies, combating sickness and high absence rates, 
developing innovative capabilities and successfully implementing 
organisational changes. The paper concludes with managerial advices 
for using trust as a strategic tool in Nordic companies.  
 219 
Stream 22. Nordic management and organization – now and in the 
future 
 
“Soft” and “hard” issues of management – is the Nordic man-
agement research divided?  
  
Talja, Heli, VTT Technical Research Centre of Finland, Finland,  
heli.talja@vtt.fi  
Anssi Neuvonen, VTT Technical Research Centre of Finland, Finland, 
anssi.neuvonen@vtt.fi  
Marika Makkonen, VTT Technical Research Centre of Finland, Fin-
land, marika.makkonen@vtt.fi  
 
The global competition and demographic changes are causing re-
markable structural changes in the economies of Nordic countries and 
the whole Western world. At the same time the opportunities provided 
by IT technology have made the work of certain employee groups 
independent of time and place. Correspondingly also the nature of the 
work is changing radically. But do our current management practices 
reflect these phenomena, or are we still stuck in those developed for 
mass industry 100 years ago? Can we improve productivity without 
sacrificing quality of working life and work wellbeing? Does the re-
cent Nordic management research recognize these issues? Is there any 
typically Nordic management research? 
We try to answer these questions by a quantitative analysis of the 
current Nordic management research literature from the years 2000 – 
2013, and by comparing it to other Western European countries and 
USA. To identify the relevant publications we made searches in the 
Elsevier Scopus data base, looking at the articles metadata (titles, 
keywords and abstracts). Our search strings contained a management/ 
leadership related term combined either with a working conditions or 
a productivity related term. The analysis has been performed as part 
of the collaborative Nordic project “Good Nordic management prac-
tices – state of the art and the way forward”.  
 220 
Stream 22. Nordic management and organization – now and in the 
future 
 
Is there a Nordic tradition of management research? 
  
Torvatn, Hans, SINTEF Technology and Society, Industrial Manage-
ment, Norway, Hans.Torvatn@sintef.no 
Tove Håpnes SINTEF Technology and Society, Industrial Manage-
ment, Norway, Tove.Hapnes@sintef.no  
Lisbeth Øyum, SINTEF Technology and Society, Industrial Manage-
ment, Norway, Lisbeth.Oyum@sintef.no 
 
Relative to the rest of the world the Nordic countries share many simi-
larities; and while acknowledging that there also are differences be-
tween the Nordic countries it is not unreasonable to talk about a 
common Nordic work tradition, including management practice. But 
is there a Nordic tradition of management research? This project 
looks at management research traditions in the Nordic countries since 
2000. The searches were carried out coordinated and in parallel in 
Denmark, Finland, Norway and Sweden. The study combined key-
word related to working life outcomes, change, management and 
productivity. In additions, specific journal analysis and snowball 
search activities were conducted based on cites and citations. In each 
country more than 200 journal papers empirically describing Nordic 
management practices were investigated. The research also provided 
an answer to the question of a joint Nordic tradition of management 
research. The answer is clear, there is no single Nordic management 
tradition, and there is not even a national tradition within each coun-
try.  
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The concept of self-loyalty. 
   
Arvidson, Markus, Karlstad University, Sweden,  
markus.arvidson@kau.se  
Jonas Axelsson, Karlstad University, Sweden, jonas.axelsson@kau.se 
 
In the paper we develop a concept of self-loyalty. The theoretical 
points of departure are Josiah Royces concept of loyalty, and Georg 
Simmels concept of social forms. We discuss self-loyalty as a demand 
on the individual in contemporary Western society, and not at least in 
the working life. Possible consequences of self-loyalty are also ana-
lyzed in the paper. We focus on increased self-criticism, and less so-
cial criticism, as two consequences.  
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Stream 23. Work, individualisation and social identity 
Young Adults: Precarious conditions, individualized demands 
and the desire for self-fulfillment. 
   
Gillberg, Gunnar, Institutionen för sociologi och arbetsvetenskap, 
Göteborgs universitet, Sweden,  Gunnar.Gillberg@socav.gu.se  
 
Statistics show that youth unemployment today has been made per-
manent at a high level in the Nordic countries and similar problems 
exist throughout the EU. The situation in the Nordic countries pro-
vides a somewhat differentiated picture where Sweden and Finland 
have by far the highest youth unemployment, while the other Nordic 
countries are at a slightly lower level. The young adults who suffer 
most are those from socially disadvantaged environments, with low 
education and with weak links to the labor market (see e.g. Nilsson 
2010 and SOU 2003:92). We are also witnessing a welfare who do 
not reach everyone. (Salonen 2003). If we want to understand and 
explain young adults' working conditions and living situation in the 
Nordic countries, both the question of contextual changes on the labor 
market and the increasing polarization of society must be addressed.  
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My Bad, My Passion: Self-Employment as an Individual Answer 
to Working Life Inconveniences. 
  
Ikonen, Hanna-Mari, University of Tampere, Finland  
hanna-mari.ikonen@uta.fi 
 
This paper addresses the viewpoint of individualised work by re-
searching self-employment. Self-employment is connected to present 
working life in many ways since, in the ideology of neoliberalism, 
individuals are supposed to take care of their own employability. 
Long-time employment contracts cannot be supposed, and insecurity 
makes the working life feel uncomfortable. Phases of unemployment 
have become common among many employee groups. In addition, 
outsourcing and agency work have changed employment practices. In 
this situation, self-employment is both a politically promoted solution 
and an individually chosen route to, hopefully, better working life 
quality. 
My research concerns people who have started an enterprise in or-
der to find a more pleasant way to earn a living and follow their pas-
sion. In this study, the case entrepreneurs operate in the Finnish coun-
tryside and serve dog owners in one way or another. I study them in 
the framework of precarious working life, of which the concept of 
entrepreneurial mindset is an illustrative example. Entrepreneurial 
mindset may provide a route that leads an individual from a hardly 
bearable working life to engaging in work in which the individual has 
more control over his/her working conditions. Yet, in a wider scale, it 
is worth reflecting upon what it means for working life in general if it 
becomes a trend to merely take care of one’s own survival in working 
life and if the only way to work passionately is to work just for one-
self. 
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Professional workers – unionised and powerless? 
  
Rasmussen, Bente, Department of Sociology and Political Science, 
Norwegian University of Science and Technology, NTNU, Norway 
bente.rasmussen@svt.ntnu.no  
 
In Norway graduate engineers and economists are nearly all organised 
in national unions for their professional groups. However, when their 
working conditions are changed to the worse or their employment is 
threatened by changes in the market, they do not use their unions to 
protect their interests. Instead they treat this as their personal problem 
– that their effort and knowledge is no longer good enough - and ac-
cept the changes or look for alternative work and silently leave. In 
spite of union membership, they do not address their problems as 
collective and a case for their union. This paper explores why this is 
so. Using three different cases of professional work I argue that being 
recruited through seduction and careful selection for their promising 
value for the company, it is shameful and a sign of personal failure for 
highly qualified professionals to need the protection of a union. The 
increased marketisation of knowledge work means that their econom-
ic performance is measured and followed up regularly. Their contribu-
tion to the bottom line seems to be the only valid measure of their 
worth as employees. If they are not able to contribute with their share 
even in shorter periods, this signals that they, as individuals, are not 
worth their keep. To need the aid of a union to protect them, is a sign 
that they are not able to fulfil the promises of success that their initial 
hiring symbolised. Their answer is therefore to try harder or leave 
voluntarily.  
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Individualizing Services, Individualizing Responsibility: Two 
Sides of Local Active Inclusion. 
 
Garsten, Christina, Department of Social Anthropology as well as 
SCORE, Stockholm University, Sweden,  
christina.garsten@socant.su.se 
Katarina Hollertz, Department of Social Work, University of Gothen-
burg, Sweden, katarina.hollertz@socwork.su.se  
Kerstin Jacobsson, Department of Sociology and Work Science, Uni-
versity of Gothenburg, Sweden, e-mail: kerstin.jacobsson@gu.se 
 
The paper focuses on the unemployed individual and her position in 
local activation practice. The overall aim is to analyse the role of in-
dividualisation of local activation policy in the construction of social 
citizenship in Sweden. More specifically, we ask: To what extent do 
clients have possibilities for individual voice, autonomy and self-
determination in the local delivery of activation policy? What barriers 
do specific organisational models and practices imply for clients to 
choose, determine and access tailor-made programmes and services? 
What policy technologies are at work in governing and responsibilis-
ing the unemployed individual? The paper finds that the individualisa-
tion that is taking place occurs as an individualisation of responsibil-
ity, more than as an individualisation of interventions. A related find-
ing is that the social rights perspective is becoming performance-
oriented, and the normative demands placed on individuals appear 
increasingly totalizing, concerning the whole individual rather than 
the job-related aspects only. The paper is based on 23 in-depth inter-
views with individual clients as well as individual caseworkers and 
other professionals engaged in client-related work at local level in one 
Swedish municipality.  
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Third sector activation arrangements for the marginalized youth 
– a meta-evaluation of 42 labour market projects in Sweden. 
  
Gunnar Gillberg and Mattias Bengtsson, Department of Sociology 
and Work Science, University of Gothenburg, Sweden 
Gunnar.Gillberg@socav.gu.se and Mattias.Bengtsson@socav.gu.se  
 
In this paper we will analyse third sector activation arrangements 
directed at young people in Sweden, which is based on a meta-
evaluation of 42 projects. Young people’s labour market participation 
is a main topic in contemporary Swedish policy debates following 
high youth unemployment. In 2010, the Swedish unemployment rate 
was 8.4 percent (just over 400,000 persons), while the unemployment 
rate of people aged 15–24 was as high as 25.2 percent (Statistics 
Sweden 2011a). The long-term unemployment rate among young 
people nearly tripled from 2001 to 2010 (Statistics Sweden 2011b). 
The proportion of young people (aged 16–25) ‘not in employment, 
education or training’ in 2010 was 10 percent (just over 100,000 per-
sons) (Niknami and Schröder 2014: 16). Also, the high level of youth 
unemployment means that seven regions in Sweden have been granted 
financial support from the European Union Youth Employment Initia-
tive (Andersson and Damberg 2014).  
The aim of this paper is to analyse limitations and opportunities 
for inter-agency cooperation with regards to project activities led by 
third sector organisations. These forms of employment-oriented pro-
jects may offer alternative paths to labour market participation and 
social inclusion, and, thus, create ‘new solutions’ to ‘old problems’ of 
labour market exclusion of the young. However, if third sector activa-
tion arrangements increasingly replace publicly financed labour mar-
ket programmes, this could be conceptualized as a shift towards new 
forms of governance of activation policies in the Swedish state-
oriented, ‘social democratic’ welfare state.  
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Reviewing the arguments for individual wage setting within Swe-
den’s largest trade union. 
  
Lapidus, John, Department of Economy and Society, University of 
Gothenburg, Sweden john.lapidus@econhist.gu.se 
 
Ever since its introduction in 1993, individual wage setting has creat-
ed much controversy and debate at the congresses of Kommunal (the 
Swedish Municipal Workers’ Union), the largest trade union in Swe-
den. Two main arguments in favour of the new wage system have 
been brought forward by the union leaders, namely that Kommunal’s 
members want such a system and that increased wage dispersion leads 
to increased productivity, which in turn creates a larger wage space 
for Kommunal’s members. This paper reviews the main arguments for 
individual wage setting within Kommunal. The paper finds that the 
member surveys suffer from flaws in methodology, and that the 
productivity argument is ill-founded. The real reason for the insist-
ence on individual wage setting must be sought elsewhere.  
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Stream 24. Individualisation of policy interventions – myth or reality 
 
Active Social Policy in Local Workplace Practice. 
  
Seing, Ida, Department of Medical and Health Sciences, Linköping 
University, Sweden, ida.seing@liu.se 
 
Many Western welfare states have introduced activation polices, 
based on the premise that ‘work per se’ has a therapeutic function in 
terms of leading to good health and well- being for sick-listed work-
ers. In a Swedish context, this approach has facilitated an activation 
policy that encourages sick-listed workers to change jobs and be mo-
bile in working life. An aim with the introduction of the so called 
‘rehabilitation chain’ in 2008 in the sickness insurance, was to facili-
tate early return to work by increase sick-listed peoples’ ‘transition’ 
from sick leave to the labour market. This paper reports findings of a 
qualitative study of how the activation policy with its focus on transi-
tion functions in local workplace practice – in the context of work-
place supervisor-worker relationships. The data material consists of 
36 semi-structured interviews conducted in 2012-2013 with 18 
matched worker-supervisor pairs in Sweden. Findings of the study 
illustrate how sick-listed workers in local workplace practice made 
resistance to transition to be reallocated to another job or become 
unemployed. While supervisors described transition in terms of ‘new 
opportunities’ and ‘healthy change’, sick-listed workers regularly 
experienced  transition as difficult and unjust, and felt socially and 
emotionally attached to their original job. Overall, this study illus-
trates an emerging social climate where sick-listed workers are posi-
tioned as active agents who must take responsibility for their sick 
leave and their way back to work.  
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Stream 25. The role of work for the excluding or including of individ-
uals in society 
 
Integration of immigrants into Swedish society - Two different 
strategies which have been influenced by politics and culture. 
   
Ahmadi, Ahmad, Ph.D., Department of Economics and IT, University 
West, Trollhättan, Sweden, ahmad.ahmadi@hv.se 
 
The purpose of this paper is description and understanding of the 
individual career development (as entrepreneur or employee) as a 
dynamical process. I have studied the interaction and cooperation 
between different formal (politics) and informal (culture) institutions 
and their impacts on the individual’s carrier development process (as 
entrepreneur as well as employee) during three different stages, i.e. 
socialization processes, opportunity identification processes, and fi-
nally career formation and development processes. 
Research methodology is qualitative i.e. case study, and consists of 
several cases. Study is based on twenty interviews at the two munici-
palities (10 from each one – four unemployed, three employed and 
three businessmen/entrepreneurs) and observation of municipalities at 
the west Sweden so called “Västragötalands Regionen”. Individual’s 
career development from two municipalities are compared with each 
other. Different categories (employed, unemployed and businessmen) 
are compared and differences in influences of institutions on different 
categories in two municipalities are identified and described. 
Study shows that both formal and informal institutions affect indi-
vidual’s career development process during three stages, i.e. socializa-
tion processes, career identification/creation processes, and finally 
career formation’s development process. In other words, survey 
shows that, Politics and culture affects individual’s career develop-
ment and thereby regional development. 
Theoretical contributions are: results of this study can contribute 
to different understanding of entrepreneurship, employment and un-
employment. It widens theoretical views of the subject, by under-
standing the role institutions can play at the individual’s career devel-
opment processes. 
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Practical contributions are: results can be used in individual career 
development by job centers and for planning and avoiding or facing 
future unemployment. It can also be used in companies and other 
workplaces planning and construction or formation of employee´s 
career development.  
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Stream 25. The role of work for the excluding or including of individ-
uals in society 
 
Producing the corporate body: Health and individualisation in 
the competition state. 
   
Møller, Jeppe Lykke, Roskilde University, Denmark,  
jeppmoe@ruc.dk  
 
Workplace health promotion is a huge trend in contemporary work 
life and is widely perceived as an endeavour benefitting society, or-
ganisation and employee. This paper critically examines how manage-
rial practices of health promotion are legitimatized and carried out in 
(mainly public) organisational practices. 
The argument is carried out through four short chapters. First the 
case and research methods will be introduced. Secondly, it is dis-
cussed how local health practices interlink with larger national and 
global trends. It is then unfolded how health and individualization are 
connected in managerial practices and produce certain corporate bod-
ies, and how this might be a problem. Finally, empirical data will 
exemplify how the everyday practices correspond with the theoretical 
theses above.  
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Stream 26. Methodological challenges for working life and labour 
market studies 
 
Cognitive interviewing used in the development and validation of 
Copenhagen Psychosocial Questionnaire in Sweden.  
 
Berthelsen, Hanne, Malmö University, Sweden, 
hanne.berthelsen@mah.se  
Anneli Lönnblad, Malmö University, Sweden,  
anneli.lonnblad@mah.se  
Jari Hakanen, Finnish Institute of Occupational Health, Finland,   
jari.Hakanen@ttl.fi  
Tage Søndergård Kristensen, Task-Consult, Denmark,  
tsk@task-consult.dk  
Björn Axtelius, Malmö University, Sweden  
bjorn.axtelius@mah.se  
Jakob Bue Bjørner, The National Research Centre for the Working 
Environment, Denmark , jbj@arbejdsmiljoforskning.dk  
Hugo Westerlund, Stockholm University, Sweden,  
hugo.westerlund@su.se  
 
The Copenhagen Psychosocial Questionnaire (COPSOQ) has primari-
ly been validated through psychometric methods. Therefore, cognitive 
interviewing was included as part of the validation project of 
COPSOQ in Sweden. The aim is to discuss the use of cognitive inter-
views for development and validation of the Swedish version of 
COPSOQ. 
Informants were selected to achieve variation in age, gender, oc-
cupation, and region of residence. Individual interviews were per-
formed with 26 informants using a think aloud approach combined 
with flexible concurrent probing based on an interview guide. The 
interviews were audio recorded and transcribed verbatim. The inter-
views were conducted in rounds followed by an initial analysis by the 
two first authors before adjustments of the questionnaire items were 
made. Currently, content analysis is ongoing.  
The cognitive interviews provided insight into what people actual-
ly reflected upon while answering the questionnaire. This added new 
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knowledge about how key terms such as ‘work place’ were under-
stood by the respondents and also it helped identifying problems in 
the interpretation of specific words. The study has been approved by 
the Regional Ethics Board in Southern Sweden and is funded by the 
Swedish Research Council for Health, Working Life and Welfare 
(FORTE).  
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Stream 26. Methodological challenges for working life and labour 
market studies 
 
Towards integrated and resource oriented management of wellbe-
ing at work– opportunities of data mining techniques.  
 
Larjovuori, Riitta-Liisa, M.Sc. (Econ.), Ph.D. Kirsi Heikkilä-Tammi 
and professor Marja-Liisa Manka, University of Tampere, School of 
Management, Wellbeing at Work Research group, Finland 
riitta-liisa.larjovuori@uta.fi 
 
Personnel’s wellbeing is nowadays seen as a strategic objective in 
most organizations. Work-related wellbeing has traditionally been 
measured and managed by history-based, narrow and often negative-
ly-loaded indicators: e.g. absence and retirement rates, injury frequen-
cy rates and results of specific questionnaires such as stress, workload 
or burnout inventories.  
To be able to manage well-being and productivity proactively and 
strategically, more dynamic and resource-oriented practices are need-
ed. HR management of a modern organization needs to adopt a strate-
gic role in linking human capital investments and procedures to 
achievement of organizational goals. Information available for man-
agers to utilize in decision making and organizational development is 
abundant and simplifying patterns and technologies are needed.  
In this conference paper, an initial theory-based model for the de-
velopment of resource oriented, forward looking and preventive well-
being at work management and measurement tool is suggested. Pur-
pose of the paper is to explore the theoretical background for integra-
tive measurement of wellbeing at work and performance and the use 
of data mining techniques in its development. The paper is a product 
of the R&D-constortium DIGILE – Digital Services’ workpackage 
“Wellness Services”, founded by Tekes - the Finnish Funding Agency 
for Innovation.  
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Stream 26. Methodological challenges for working life and labour 
market studies 
 
The effect of domestic responsibilities on men’s and women’s 
labour market attachment.  
 
Peutere, Laura, School of Health Sciences, University of Tampere, 
Finland, laura.peutere@uta.fi  
Pekka Virtanen, School of Health Sciences and Institute of Advanced 
Social Research, University of Tampere, Finland,  
pekka.j.virtanen@uta.fi 
 
Although the effect of parenthood and domestic work on wages has 
been widely studied, research on the effect of domestic responsibili-
ties on employment in the long term is rare. This study analyses 
whether high responsibilities for domestic work and childcare are 
related to weak attachment to labour market. 
The study draws on the longitudinal Health and Social Support 
Study among a population sample representing the working age in-
habitants of Finland. Replies in the surveys in 1998 and 2003 were 
linked with register data on respondents’ employment contracts from 
years 1998-2011. Domestic responsibilities were measured with sur-
vey questions in 1998 and 2003, and labour market attachment was 
measured as the number of months worked each year. Latent class 
growth analysis was used to categorize individuals into subgroups 
according to the development of their labour market attachment. 
Preliminary results suggest that high responsibility for children 
and domestic work is related to weak labour market attachment 
among women. The association is less clear among men.  
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Stream 26. Methodological challenges for working life and labour 
market studies 
 
Methods of measuring quantitative productivity.  
 
Sumanen, Pauli, Independent researcher, Finland,  
paulisumanen@gmail.com   
 
The European Parliament resolution 2008/2012(INI) says in chapter 
G: ‘whereas the pay gap is not based solely on disparities in gross 
hourly earnings and account should also be taken of factors such as ... 
productivity, which should be measured not only in quantitative terms 
(hours when the worker is physically present in the workplace) ...’. In 
Finland working hours are collected by two statistics: Annual Labour 
Force Survey and Time Use Survey which is done in ten-year-
intervals. According to the Labour Force Survey there are more than 
150 000 employees who work weekly more than 48 hours.The factor 
allowing this is included in the Finnish Working Time Law, § 39 and 
it can be applied to any person who is in a foreman position. Statistics 
tell that more than 40 % of salaried persons are doing foreman work. 
Results from the Time Use Survey tell that about 15 % of male em-
ployees work more than 50 hours per week, of female employees 
about 5 %. The annual working hours of full-time working male em-
ployees are 15-20 % higher than of female employees in a normal 
economic situation. Of those only one percentage point is noticed in 
the official EU and Finnish gender pay gap verification.  
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Poster presentation abstracts.  
 
Young, rural and employed?  
 
Uddbäck, Hanna, Department of Sociology and Work Science, Uni-
versity of Gothenburg, Sweden, Hanna.Uddback@socav.gu.se  
 
The dissertation project aims at investigating the emplaced condition 
of young people’s labour market participation and social inclusion. 
Small towns/rural areas are often portrayed as static, unmodern places 
and youth are encouraged to move to bigger cities, partly to find em-
ployment but also to be successful and reach their full potential. In a 
context of a transformed postindustrial labour market where social 
competence, mobility, reflexivity and flexibility are seen as essential 
characteristics of a job-seeker (and a citizen) the ambition is to ex-
plore the state of immobility and the possibility of staying.  Politically, 
work is portrayed as the key to social inclusion at the same time, 
youth unemployment is high and the individual is increasingly seen as 
responsible for keeping herself employable and employed. In smaller 
cities job-seekers have access to other resources to meet the require-
ments of the labour market than in bigger cities. A point of departure 
is that skills and competences as well as mobility are gendered and 
classed.  The likelihood of finding or not finding employment is thus 
related to one’s gender, class and place. The theoretical framework of 
the thesis is characteristics and conditions of the postindustrial labour 
market and notions of the appropriate (employable) worker. Human 
geography will contribute with theories of place, the relation between 
core and periphery. Gender theory will be used to understand how 
relations in the labour market are gendered, racialized and classed. 
The thesis will hopefully contribute to the understanding of the condi-
tions of the contemporary labour market as well as the knowledge of 
rural young people’s opportunities to participation and inclusion in 
the society.  
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Dialogical Leadership – research program 2012-2014  
 
Syvänen, Sirpa and Tikkamäki Kati: School of Management and 
CIRCMI, University of Tampere, Finland  
Tappura Sari: Center for Safety Managements and Engineering, In-
dustrial Management, Tampere University of Technology, Tampere 
Loppela Kaija and Toikko Timo: Seinäjoki University of Applied 
Sciences, Seinäjoki 
Kasvio, Antti and Lundell Susanna: Finnish Institute of Occupational 
Health, Helsinki,  
Sirpa.Syvanen@uta.fi   
 
Research group 
The programme is scientifically coordinated by the University of 
Tampere, School of Management (Sirpa Syvänen). It is carried out by 
five collaborative research units. The disciplinary backgrounds of the 
researchers vary from administrative and social sciences, education, 
occupational health and safety, organisational economics and psy-
chology to engineering. The researchers have expertise regarding 
workplace-level action research and developmental activities. The 
research activities are organized into five mutually complementary 
thematic areas and conducted by research units responsible for them. 
Dinno-programme is carried out in close collaboration with the partic-
ipating subject organisations which represent private service and in-
dustry, professional units, municipalities and federations of munici-
palities, civil service, and parishes 
 
Background 
Employee participation and workplace innovations have a key role in 
efforts to proceed towards a more sustainable working life, improved 
performance and competitiveness of organisations. Innovativeness can 
be increased by wider employee participation, sharing of knowledge 
and motivation (Amabile 1988; Leibenstein 1987). Dialogic leader-
ship provides an opportunity to reconcile the needs of organisations 
and their employees. Its central principles are appreciative interaction, 
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listening and equal participation of different groups of employees in 
the development of activities (Isaacs 1999). Dialogic leadership in-
creases organisations' capacities for renewal and innovativeness, and 
simultaneously offers the necessary preconditions for employee well-
being, skill development and the enhancement of work capability. 
 
Theoretical framework 
This poster presents the Dialogic leadership promoting innovativeness 
research programme (Dinno), which is based on theories of creativity, 
innovativeness, learning, motivation and leadership (e.g. Amabile 
1988; Bass 1999; Deci & Ryan 2000; Isaacs 1999; Wenger 1999; 
Whitney et al. 2010). The programme creates a multidisciplinary the-
oretical framework of dialogic leadership to be utilized in promoting 
workplace innovations. In addition, it combines perspectives at the 
societal, organisational, workplace and individual levels. The theoret-
ical framework can be used to identify the preconditions, obstacles 
and catalysts of organisational creativity and innovativeness. 
Research task  
The main aim of the programme is to analyse how dialogic leadership 
can be used to enhance the creativity and innovativeness of organisa-
tions. 
 
Methods and materials 
The research data for the programme will be generated by using both 
quantitative and qualitative methods and methodologies, for example 
an innovativeness questionnaire, thematic seminars and workshops, 
thematic (individual and group) interviews, letters and diaries, partic-
ipatory action research, case studies, reflective conversations, skills 
surveys and self-assessment of competence. The qualitative materials 
will be analysed by using, for instance, the methods of narrative con-
tent analysis. Alongside the research programme activities a number 
of more practically oriented workplace development projects will be 
carried out with a special focus on dialogic leadership, participatory 
and creative development methods, performance and quality of work-
ing life. The process evaluation data gathered in these projects will be 
analysed.  
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Delegates participating in the NWLC2014  
(Version 2014-06-13) 
 
Name, Organisation/University, E-mail 
Last name First 
name 
Organisation Coun-
try 
Email 
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Fin kenneth.johansson@tsr.fi 
Johnsen Berit 
Kriminalomsorgens 
utdanningssenter 
(KRUS) 
Nor berit.johnsen@krus.no 
Johnsen 
Hans 
Chr 
Gar-
mann 
University of Agder Nor hans.c.g.johnsen@uia.no 
Jönsson Sandra 
CTA - Malmö 
högskola 
Swe sandra.jonsson@mah.se 
Kadefors Roland 
University of 
Gothenburg 
Swe roland.kadefors@socav.gu.se 
Kall Kairit Tallinn University Est kairit.kall@gmail.com 
Kamp Annette Roskilde University Den kamp@ruc.dk 
Karlsson Jan Ch 
Working Linfe 
Science 
Swe jan.karlsson@kau.se 
Karpfors Clara 
Göteborgs universi-
tet 
Swe clara.karpfors@live.se 
Kasvio Antti FIOH Fin antti.kasvio@ttl.fi 
Kauhanen Merja 
Labour Institute for 
Economic Research 
Fin merja.kauhanen@labour.fi 
Kehusmaa Sari 
Social Insurance 
Institution 
Fin sari.kehusmaa@kela.fi 
Keisu 
Britt-
Inger 
Umeå University Swe britt-inger.keisu@soc.umu.se 
Kervinen Heidi 
University of 
Tampere 
Fin Heidi.A.Kervinen@uta.fi 
Kilhammar Karin 
Högskolan för 
lärande och kom-
munikation 
Swe karin.kilhammar@hlk.hj.se 
Kira Mari Aalto University Ger mari.kira@aalto.fi 
Kirkeby Anja Aalborg University Den kirkeby@cgs.aau.dk 
Klindt 
Mads 
Peter 
Aalborg University Den mpk@dps.aau.dk 
Koudahl Peter Aalborg University Den koudahl@learning.aau.dk 
köster jessica 
university gothen-
burg voluntair 
Swe koester_jessica@gmx.de 
Lagerlöf 
Elisa-
beth 
info2you Swe elisabeth.lagerlof@gmail.com 
Lane Linda 
University of 
Gothenburg 
Swe Linda.Lane@socwork.gu.se 
Lapidus John 
University of 
Gothenburg 
Swe john.lapidus@econhist.gu.se 
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Larjovuori 
Riitta-
Liisa 
University of 
Tampere, School of 
Management 
Fin riitta-liisa.larjovuori@uta.fi 
Larsen Mona SFI Den ml@sfi.dk 
Larsson Bengt 
Dept. of sociology 
and work science, 
Gothenburg 
Swe bengt.larsson@socav.gu.se 
Leinonen Minna 
Work Research 
Centre/ University 
of Tampere 
Fin minna.leinonen@uta.fi 
Leskow Claudia volunteer Swe claudia.leskow@t-online.de 
Lied 
Lars 
Harald 
Nammo Raufoss 
AS 
Nor lars.harald.lied@nammo.com 
Liesivuori Jyrki 
University of 
Turku, Centre for 
Labour Studies 
Fin jyrki.liesivuori@utu.fi 
Limborg 
Hans 
Jørgen 
Team Arbejdsliv Den hjl@teamarbejdsliv.dk 
Lindström Sara 
Finnish Institute of 
Occupational 
Health 
Fin sara.lindstrom@ttl.fi 
Ljungar Erik University of Borås Swe erik.ljungar@hb.se 
Lundholm Susanne 
Studentlitteratur 
AB 
Swe 
su-
sanne.lundholm@studentlitteratur.se 
Lundqvist Karin Castor Analys Swe karin@castoranalys.se 
Lykke Møller Jeppe 
Roskilde Universi-
tet 
Den jeppmoe@ruc.dk 
Löfström Anette Unionen Swe   
Madsen 
Per 
Kongsh
øj 
Aalborg University, 
CARMA 
Den pkm@dps.aau.dk 
Mankki Laura 
University of 
Jyväskylä 
Fin laura.a.mankki@jyu.fi 
Mathieu Chris 
Department of 
Sociology 
Swe christopher.mathieu@soc.lu.se 
Mattson Malin 
Stockholms Uni-
versity 
Swe malin.mattson@psychology.su.se 
Meldgaard 
Hansen 
Agnete Roskilde University Den agmeha@ruc.dk 
Meyer Gitte 
CBS Center for 
Civil Society 
Studies 
Den gme.dbp@cbs.dk 
Midtsundstad Tove Fafo Nor tim@fafo.no 
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Muhonen Tuija 
CTA - Malmö 
högskola 
Swe tuija.muhonen@mah.se 
mulinari paula malmö Swe paula.mulinari@mah.se 
Mustosmäki Armi 
University of 
Jyväskylä 
Fin armi.mustosmaki@jyu.fi 
Mykletun 
Reidar 
Johan 
University of 
Stavanger 
Nor reidar.j.mykletun@uis.no 
Mäkelä Tapio 
JAMK University 
of Applied Sciences 
Fin tapio.makela@jamk.fi 
Märs Åsa Unionen  Swe   
Naaranoja Marja University of Vaasa Fin   
Nergaard Kristine 
Fafo Institute for 
Applied Social 
Science 
Nor kne@fafo.no 
Nielsen Kjeld 
Department of 
Socoilogy and 
Social Work 
Den kjeld@socsci.aau.dk 
Nielsen Klaus T. Roskilde University Den ktn@ruc.dk 
Nielsen Niels Jul 
University of 
Copenhagen, 
Ethnology section 
Den nnielsen@hum.ku.dk 
Nielsen Peter Aalborg University Den peter@dps.aau.dk 
Nilsson Kerstin 
SLU & Lunds 
universitet 
Swe kerstin.nilsson@slu.se 
Nonås Kathe Swerea Ivf Swe kathe.nonas@swerea.se 
Nordlander Erica 
Institutionen för 
sociologi och 
arbetsvetenskap 
Swe Erica.Nordlander@socav.gu.se 
Norfors Ingrid AFA Försäkring Swe ingrid.norfors@afaforsakring.se 
Nätti Jouko 
University of 
Tampere 
Fin jouko.natti@uta.fi 
Odin Susanna 
Göteborgs universi-
tet 
Swe sanna.odin@gmail.com 
Oinas Tomi 
University of 
Jyväskylä 
Fin tomi.oinas@jyu.fi 
Ojala Satu 
University of 
Tampere 
Fin satu.ojala@uta.fi 
Olberg Dag Fafo Nor dag.olberg@fafo.no 
Olde lütke 
Beverborg 
Lisa GU Swe lisa.beverborg@uni-bielefeld.de 
Olofsdotter Gunilla Mittuniversitetet Swe gunilla.olofsdotter@miun.se 
Otonkorpi- Katri Work Research Fin katri.otonkorpi-lehtoranta@uta.fi 
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Lehtoranta Centre, University 
of Tampere 
Ottosson Mikael 
Centre for Work 
Environment and 
Leadership 
Swe mikael.ottosson@WTS.lu.se 
Oudhuis 
Marga-
reta 
University of Borås Swe Margareta.Oudhuis@hb.se 
Papatheodorou Dido 
Göteborgs Univer-
sitet 
Swe gusdidpa@student.gu.se 
Pekkola Juhani 
Kymenlaakso 
University of 
Applied Sciences 
Fin juhani.pekkola@kyamk.fi 
Pennanen Eveliina 
University of 
Jyväskylä 
Fin eveliina.pennanen@jyu.fi 
Peutere Laura 
University of 
Tampere 
Fin laura.peutere@uta.fi 
Piippo Jukka 
Arcada University 
of Applied Sciences 
Fin jukka.piippo@arcada.fi 
Pollmann Britta 
University of 
Gothenburg 
Swe britta.pollmann@ism.de 
Pristed Nielsen Helene 
Aalborg University, 
Denmark 
Den pristed@cgs.aau.dk 
Ramstad Elise Tekes Fin elise.ramstad@tekes.fi 
Rasmussen Bente 
Dept of Sociology 
& Political Science, 
NTNU 
Nor bente.rasmussen@svt.ntnu.no 
Refslund Bjarke Aalborg University Den bref@dps.aau.dk 
Renman Pia 
Working Life 
Sience 
Swe pia.renman@kau.se 
Roosalu Triin Tallinn University Est triin.roosalu@tlu.ee 
Rosengren Calle Lund University Swe calle.rosengren@wts.lu.se 
Ruthström Boa Arena Idé Swe   
Rydell Alexis Dalarna University Swe ary@du.se 
Rydén Lisbeth 
CTA - Malmö 
högskola 
Swe lisbeth.ryden@ellerr.se 
Räisänen 
Christin
e 
Chalmers Swe christine.raisanen@chalmers.se 
Rönkä Anna 
University of 
Jyväskylä 
Fin anna.ronka@jyu.fi 
Salomon Robert 
Work Research 
Institute/HIOA 
Nor robert.salomon@afi.hioa.no 
Saloniemi Antti 
University of 
Tampere 
Fin antti.saloniemi@uta.fi 
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Sandberg Åke 
Stockholm Univer-
sity 
Swe ake.sandberg@sociology.su.se 
Sankelo Merja 
Seinäjoki Universi-
ty of Applied 
Sciences 
Fin merja.sankelo@seamk.fi 
Sasser Maja Roskilde University Den msasser@ruc.dk 
Scheller 
Vibeke 
Kristine 
Roskilde University Den vksa@ruc.dk 
Schiller Bernt 
Göteborgs Univer-
sitet 
Swe bernt.schiller@socav.gu.se 
Scholten 
Christin
a 
CTA - Malmö 
högskola 
Swe christina.scholten@mah.se 
Schön 
Eldbjørg 
Marie 
Høgskolen i Oslo 
og Akershus 
Nor eldbjorg.schon@hioa.no 
Sederblad Per 
CTA - Malmö 
högskola 
Swe per.sederblad@mah.se 
Seing Ida 
Linköping Univer-
sity 
Swe ida.seing@liu.se 
Selberg Rebecca 
Department of 
Gender Studies, 
Lund University 
Swe rebecca.selberg@genus.lu.se 
Seppänen La 
Finnish Institute of 
Occupational 
Health 
Fin laura.seppanen@ttl.fi 
Sihto Tiina 
University of 
Jyväskylä 
Fin tiina.sihto@jyu.fi 
Simonson Birger 
University oif 
Gothenburg 
Swe   
Sjöstedt Lan-
dén 
Ange-
lika 
Mid Sweden Uni-
versity 
Swe angelika.sjostedt-landen@miun.se 
Skippari Mika 
University of 
Jyväskylä 
Fin mika.skippari@jyu.fi 
Skivenes Marit 
Dept. of Admin-
istration and Or-
ganization Theory 
Nor marit.skivenes@aorg.uib.no 
Skorstad 
Egil 
Jostein 
Høgskolen i Øst-
fold 
Nor egil.skorstad@hiof.no 
Solem Per Erik 
Norwegian Social 
Research 
Nor per.e.solem@nova.hioa.no 
Standing Guy 
SOAS, University 
of London 
Sch
weiz 
guystanding@standingnet.com 
Storrie Donald Eurofound Irel donald.storrie@eurofound.europa.eu 
Strauss-Raats Pille 
University of 
Gothenburg 
Swe pille.strauss.raats@socav.gu.se 
Stüber 
Eber-
hard 
University of 
Gothenburg 
Swe eberhard.stuber@gmail.com 
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Stymne Airey Susanna AFA Försäkring Swe 
su-
sanna.stymneairey@afaforsakring.se 
Sumanen Pauli 
Huhtiniemi Engi-
neering 
Fin paulisumanen@gmail.com 
Sundin 
Elisa-
beth 
Helix Swe Elisabeth.Sundin@liu.se 
Sørensen 
Ole 
Henning 
Aalborg University Den ohs@business.aau.dk 
Talja Heli VTT Fin heli.talja@vtt.fi 
Tallus Johanna 
Göteborgs Univer-
sitet Volunteer 
Swe johanna.tallus@hotmail.com 
Tammelin Mia 
University of 
Jyväskylä 
Fin mia.tammelin@jyu.fi 
Tappura Sari 
Tampere University 
of Technology 
Fin sari.tappura@tut.fi 
Tengblad Stefan 
Högskolan i 
Skövde 
Swe stefan.tengblad@his.se 
Theandersson Christer 
University Collage 
of Borås 
Swe christer.theandersson@hb.se 
Thomsen 
Trine 
Lund 
Aalborg University Den tlt@cgs.aau.dk 
Thorarins Frida 
CIRRA - Center for 
Immigration Re-
search 
Ice mirra@mirra.is 
Torvatn Hans SINTEF Nor hans.torvatn@sintef.no 
Tregert Louise 
CTA - Malmö 
högskola 
Swe louise.tregert@mah.se 
Trygstad Sissel 
Fafo, Institute for 
labour and social 
resarch 
Nor sit@fafo.no 
Uddbäck Hanna 
University of 
Gothenburg 
Swe hanna.uddback@gu.se 
Uhrenholdt 
Christia
n 
Aalborg University Den cum@business.aau.dk 
Ulander-
Wänman 
Carin Umeå universitet Swe carin.wanman@jus.umu.se 
Wallinder Ylva 
Department of 
Sociology and 
Work Science 
Swe ylva.wallinder@socav.gu.se 
Walter Lars 
Gothenburg Uni-
versity 
Swe lars.walter@handels.gu.se 
Wigblad Rune Strömstad Akademi Swe runblad@gmail.com 
Wihlman Thomas 
Mälardalen Univer-
sity 
Swe thomas.wihlman@mdh.se 
Vinje 
Hege 
Forbech 
Buskerud and 
Vestfold University 
Nor hfv@hbv.no 
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Winkel Jörgen 
University of 
Gothenburg, Dept. 
Soc & Work Sc 
Swe jorgen.winkel@gu.se 
Virtanen Pekka 
University of 
Tampere 
Fin pekka.j.virtanen@uta.fi 
Witmer Hope 
CTA - Malmö 
högskola 
Swe hope.witmer@mah.se 
Vulkan Patrik 
Department of 
Sociology and 
Work Science 
Swe patrik.vulkan@socav.gu.se 
Ylikännö Minna University of Turku Fin minna.ylikanno@utu.fi 
Ylöstalo Hanna 
School of Educa-
tion, University of 
Tampere 
Fin hanna.ylostalo@uta.fi 
Zhou Zimei 
University of 
Gothenburg 
Swe zoezzm@gmail.com 
Öhman Ann Umeå University Swe ann.ohman@ucgs.umu.se 
Östebo Anders Göteborg universtet Swe anders.ostebo@gu.se 
Österlind 
Marie-
Louise 
202100-3195 Swe marie-louise.osterlind@hkr.se 
Øyum Lisbeth 
SINTEF Techno-
logy and Society 
Nor lisbeth.oyum@sintef.no 
     
  Totalt: 256 pers.   
 
